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SUMVARY

Problem .

While the overall goal of the research was to develop and evaluate .,
an incentive system which used social incentives in Air Force technical. .
training, the present phase was concerned with identifying such incen-
tives and examlnlng them for fea51b111ty, attractiveness and other
characteristics. By social incentives is meant reinforcement which
arises from personal interaction (e.g.‘esteem, recognition and approval), .
as distinguished from tangible 1ncent1ves (e. g tlme off financial
benefits, etc.). ] , . . -

*

Approach =~ . °° e

A preliminary list 'of 62 incentives was generated by interview,
literature search, and'group deliberation. Questionnaires were then
administered to 463 trainees and 102 instructors throughout the Air
Training Command. Respendents were asked to make judgments about the -
incentives with regard to attractiveness, feasibility, and whether
the incentives were contingent on performance or could be made con-
tingent. Information was also gathered on personal motives, background
variables, and leadership climate in the training environment. Attrac-
tiveness ratlngs were factor analyzed and other relationships in the. * - -
data were explored by correlational methods. Two metbods of scaling
the attractiveness of incentives’were compai%ﬁ”‘m .

o

L3 ‘

Results and Conclusions .

The more attractive incentives were found to be thosc with direct
impact on the trainee hlmself and they were generally either costly
or relatively low in admlnlstratlve feasibility. With small sets of
incentives (10 or less) the assignment of dollar values to the incentives
was found to be a plausible measurement technique.

N

Factor analysis showed that reco%nition was the most important -
dimension in the present set of incentives with secondary dimensions

of personal freedom, self development, social behaviors and information
feedback.

Sex, race, marital status, personal motives, and percelved leader-
ship climate were related to the reported attractiveness of certain
incentives. Females rated as more attractive incentives which allowed
for social interaction. Blacks preferred recognition-oriented incen-
tives more than whites. Personal motives - recognition, power, -
affiliation, altruism - generally tended to be associated with those
incentives which made satisfaction of the motive possible.

k]

Feasibility judgments varied across incentives with the mdjority
being viewed as somewhat feasible. Instructor-student agreement on
incentive feasibility was quite high. *

. -




A _ . -
.Four experimental incentive systems were proposed. These systéﬁs\\

included as reinforcers 18 of the 62 incentives originally considered. £ .

Many were dropped for low feasibility, low attractiveness, or both.

Six other incentives from the original.list were redesignated as social

behaviors (e.g. shaying concern for others; being treated as an individual)

since it was not poé?ihke to make them contingent on performance. How-

ever, these behaviors wefe.to be fostered. and encouraged by being targets

of the -incentive system-in the.expectation that the growth of social

skill would provide a bettern leézqi?g environment.
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IDENTIFICATION AND ANALYSIS OF SOCIAL INCENTIVES
IN ATIR FORCE TECHNICAL TRAINING

Research Objectives

The prirjgipal goal of the present research was to develop and
experimental implement and evaluate a system of social incentives con-
ducive to effective learning and adjustment in the Air Force technical
training environment. This report details thecactivities and results of
the first phase of the empirical research, which was concerned with the
identification and analysis of incentives for potential use in a Brain—
ing reward system. Prerequisites for the effective administration of an

., incentive system include the selection of incentives which are psycho-

¥ ©  logically meaningful rewards for participants and feasible for the
training command to adpinister, and establishing contingencies between
training effectiveness and the availability of rewards.




Incentive Identification
A combination of .information sources was used to develop a prelimi-
nary set of potential 1neent1ves, which were later subjected to more
refined measurement and scaling. These sources were as follows:
(1) A thorough review of the previous literature on social rein-
" forcement and conclusions derived from that theoretical analysis (Raben,
Wood, Klimoski and Hakel, 1973). ?

(2) Examination of incentives previously applied to learning and
performance in military settings (Datel and Legters, 1970; Pritchard, v
Von Bergen and Deleo, 197h).

(3) Interviews and discussions with technical tralnees technical v
instructors, course supervisors, and training research personnel at
Lowry Air Force Base. .

(4) Group deliperations by members of the research team, wherein
new incentives were elicited and previously 1dept1f1ed incentives were
clarified and defined, and redundant incentives were ellmlnated. )

“The sixty-two potentlal incentives derived from these act1v1t1es
are reprodyced in Table 1. These incentives represent a mlxture of
incentives which might or might not affect behavior through a social
reinforcement process. While the incentives were not 1ntended to fit a
theoretical model, many were derived from our prellmlnary conceptualiza-
tion of the nature or types of social incentives. Under the assumption
that social incentives operate to fulfill social motives, categories of
possible incentives included: (a) recognition and approval, (b) affili-
ation and identification, (c) social influence, and (d) altruism, or
helping others. Table 1 indicates the categories associated with each .
of the preliminary incentives, as well as notation of its previous
experimental application or investigation. This conceptual scheme and
list of incentives provided the basis for objective measurement of in-
centive characteristics and their subsequent selection for evaluation in
classroom incentive systems.

-
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Table 1

Original 62 Incentives Examined in
_Air Force Technical. Training

Incentive

Verbal praise

Choice of permanent base
assignment .

Opportunity to cross-train

College credit for technical
training

Coed classes

Time off

Progressing through course
at own pace

Interaction with instructor
during class .

Reduced squadron detai

Freedom from instructor's
supervision

Being in honor dormitory

Being able “to help classmates
learn material

Sroking and drinking ‘coffee and
pop in class when possible

Ribbon for outstandipg perform-
ance

Wearing civilian clothes to
class”

Press release to hometown
newspaper

Relaxation of curfew restrictions.

Extra advanced instruction

Pictures and nsmes of honor
students: posted

Additional information concern-
ing related civilian
occupations

Display of completed work

Special seating in classroom

Freedom from classroom exercises

Beging able to evaluate your own

" performance

Receiving encouragement .

Choicée of rocmmates

Being recommended

Social Category

Al I Af R
X
X
X
X X
X
1]
X X
X
X
b's .
X
X
X
X
. X X
X
X, X
X
X
X X
X
X
X
X

Previous
Citation

RWKH; DL
DL

»

DL, RWKH, PVB

RWKH .

V)

B

PVEBD

DL

DL, PD -

DL




. ' Tz_ab’f.e 1 continued

‘Social Category

.

. Previous "
Incentive ] Al I Af R Citation
28. Being able to.set learning goals - X
29. Being treated as an individual X X
30. Sending letter of merit to - . X x DL, PVBD
parents or loved ones .
* 31. Being taken to some social event X DL .
during duty time . *
32. Being chosen as group spokesman b'e . X
33. Promotions ' X ,
34. Certificates or diplomas x FRWKH - .Y
35. Eliminating involuntary cross- X . '
training ’
36. Being excused from classroom PVBD we
training based on exams
. 37. Letter of commendation in X DL, PVBD L
- perménent records ¢ ‘
38. Being in a classroom with # X
students of the same Tank
39. Free telephone calls home X
Lo. Additional information concern-
ing military assignments
b1. Field trips to location of
. ’ . training specialty * ‘
L2. TIdentity 'of honor students ) X
passed on to next block L .
# 43. Early notification-of permanent x
: base assignments ' . ‘
Ly, Party for top performers X PR . @
45. Influence over class routine x : ) -
46. Eliminating numerical or letter p' '
grades and having pass-fail
47. Having your suggestions . p' X
impl emented .,
: 48 . Receiving more difficult and -
- challenging work . ' '
L9. Press releases to base news- ) x DL .
, papers ' \
50. -Pictures and names of most . . X ‘ '
improved students posted’ : : )
. 51: 4 Specific information about your , . .
. " strengths and weaknesses - :
52. Receiving an explanation for
orders
53. Being recognized for achievements
54. Being liked and accepted - . x

55. Choice of dormitory . DL




Table L continued . .

»

Social Category

. Previous
. Incentive A1 I Af R Citation
56. Being able to help the - X e
instructor
57. Social interaction b'e p' RWKH -
58. Being concerned for X
59. Not failing
v 60. Being recommended for a "rope': x
61. Being allowed, to take meals at X . DL
, NCO club .
v 2. Being able to teach a class .X x DL

v
Note: The first four column heads denote altruism, influence, affili- ‘
ation, and recognition, respectively. The abbreviated citations refer -
to; Raben, Wood, Klimoski, and Hakel, 1973; Datel and Legters, 1970;
and Pritchard, Von Bergen and DelLeo, 197h. © _
[ . - .
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" ‘Measurement of Incentive Properties

Questionnaire methods were used to assess multiple characteristics
of the incentives previously identified. This section of the report
describes the variables examined, methods of measurement, and data-*
collection procedures. i

Incentive Attractiveness

- 1 *
. - The central parameter of the incentives investigated was that of
their psychological reward value to members of the population who might
potentially receive the incentives for effective performance. This
parameter has recently been highlighted by expectaney theories of human
motivation, which suggest that: (a) one's affective response toward a
training program will depend on the perceived value of the incentives- v
and the extent to which the training system is instrumental for attain- .
ing the incentives; and (b} effort to improve one's training effective-
ness will depend on the value of effectiveness and the expectancy that
effort will produce effectiveness (Vroom, 196k; Lawler, 1971). More %
. generally, the subjective expected utility of an action (e.g., by the
~ trainee) depends on the consequences of the act (reinforcement) and ‘the
e value of those consequences to the indiw&dual.<,An underlying assumption
©1is that an incentive systeém will be’effective to the extent, in part,
that trainees receiye rewards which are valued by them.

Incentive value was operationdlly assessed with two measures of the
perceived attractiveness of each of the 62 incentives. Dual methods
were employed to examine consistency of attractiveness judgments, or
convergence of multiple methods in tapping ‘the same concept. The
strength of inference possible from the results is enhanced by the

, degree of equivalgnce of measurement and the interval scale properties,
of the derived data. ' i

- L

-

The first assessment method, which will be referred to as the
"rating" method, involved respondents' judgments of the attractiveness
of each incentive, independent of other incentives, on 7-interval
attractiveness ratings scales. The scales provided descriptive verbal
statements for each interval as follows: extremely attractive, very
attractive, somewhat attractive, neither attractive nor unattractive, .
somewhat unattractive, very unattractive, and extremely unattractive. y
Respondents indicated which intefval described their perception of each
incentive. The instructions also attached behavioral implications to
the attractiveness judgments. For example, part of the instructions
stated: "An x in the extreme left space meshs: 'This outcome is
extremely attractive to me; I would expend my maximum effort to obtain
this'," Incentives were not designated as such, but were presented as
"possible outcomes of performing well in training." Complete instruc-
tions and rating scales for this attractiveness assessment task are
presented as Part 1 of Appendices A and B. s
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The second measurement method, which will be referred to as the

"dbllar" method, implicitly involved comparisons of the relative values
of different incentives. Respondents’were provided with a hypothetical
sum of money with which to "purchase" from the list of incentives. This
distributive scaling method derives from Nealey's (196h4) work with game-
board and paired comparison scaling techniques for medsuring wage and
fringe benefit preferences in business and industry. " The method gener-
ates ratio scaling properties (absolute zero is meaningful in dollar
units), with mean dollar values allotted to an incentive denoting its
attractiveness. In this study, respondents distributed the sum of $300,
or about a month's salary for trainees, among the same incentives they
had rated with the other method. The list of incentives was given to
them in an order which differedsfrom the order in which they were pre-
sented in the rating method. Instructions indicated any whole number of
dollars (0-300) could be assigned to any given outcome (incentive), so
long as the total spent was $300. Complete instructions and the dollar
method form are shown as Part II of Appendices A and B.

The rating method was.glso applied in another questiqnnaire, to a
limited set of incentives, for which attractiveness might vary with the
agent of incentive administration. As indicated in the review of the
social reinforcement literature (Raben et al., 1973), various agents may
function as "significant others™ relative to the recipient of a reward,
such that a given incentive may take on different reward values depend-
ent on the referent person or group from whom the incentive emanates or
by whom it is esteemed. In this study, we examined differential attrac-
tiveness of incentives delivered through instructor reinforcement and
peer reinforcement. Twenty of the 62 incentives were rated on the
7-interval attractiveness scales. Respondents placed an I in the inter-
val that best described the attractiveness_of each incentive if adminis-
tered to them by their training instructor, and a C-in the (same or
different) interval describing ineentive attractiveness when adninistered
by their class as a groupy. This attractiveness ‘rating sheet is shown as
Part V of Appendices A and B.

3

5 v

Incentive Feasibility.

Perceptions of the feasibility of adminiégering incentives contin-
gent on training effeétiygness were measured by two questionnaire rating
forms. First, respondents indicated, on five-interval scales for each
incentive, the extent to which they believed the incentive (butcomes)
presently.depends on performing effectively. Response intervals ranged
from "Being effective makes it impossible” to obtain this outcome,” to”
"Being effective makes the attainment of this outcome a sure thing."
Intermediate categories stated that effectiveness "makes it difficult,”
"has nothing to do with," or "makes it easy" te attain the outcome.
These response categories were intended to represent varying instrumen-
tality relationships between effectiveness and rewards, with the inter-
vals roughly- approximating perceived effectiveness-reward correlations
of -1.00, -.50, .00, .50, and +1.00. The second measure was similar in
format, but assessed perceived future feasibility by asking for the’

Yo ‘ 13
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degree of belief that each incentive could be made to depend on effec-
tive performance. Response alternatives were, "There is no chance,"
"There is a small chance," "The chances are 50-50," "There is a strong
chance,! "It is certain that...this outcome could be made dependent on
effectiveness." The five intervals were constructed to. correspond to
subjective probability estimates of .00, .25, .50, .75, and 1.00. The
instructions did not specify any .bases for feasibility judgments; rather
the resulting overall feasibility perceptions could reflect both ease of
manipulating an incéntive and tying its attainment to performance. The
present and future feasibility questionnaires are included as Parts III
and IV of Appendices A and B! An additional feasibility estimate was
obtained on a sereened and reduced set of incentives and will be re-
ported later, ; \ .

Al

Organizational Variables ‘
Measures were made of several variables associated with the train-
ing environment and participants, for the purpose of examining corre-
lates of incentive attractiveness and feasibility. The environmental
variables examined were types of training program and leadership climate
in the classroom. The training program measures consisted of questions
included in a personal background questionnaire (Part VIII, Appendices A
and B), asking for the name of one's training course, the block in which
he was currently operative, and his technical“specialty area (AFSC).

Leadership climate was measured with the Instructor Behavior
Description Questionnaire., This instrument was an adaptation (for this
study) of the short-form ., of the Leader Behavior Description Question-
naire (LBDQ) (Stogdill' and Coons, 1957). Changes. in the standardized
LBDQ “involved:mipor rewording to place items in the context of the
classroom with instrucfor,kand student referents, rather than the more
general leader+employee centext. The questionnaire containcd 24 stater

P

.ments of instructer behavior. Students described the frequency of

occefrrence of éach behavior with one of five response alternatives:
always; 6ften, Occasionally, seldom, or never., They responded to each
statement by circling A, B, C, D, or E which their instruction -denoted
as referring to the five frequency categories. The IBDQ is presented as
Part VI of Appendices.A and B, Two scores were derived from the re-
spondes. Each item was scored 1 (Never) ‘to 5 (Always). The sum of °
scores for the odd-numbered items provided an index of instructor Con-
sideration; items 11, 19, gnd 21 were "reverse-score@" since less
frequently engaging in,those.behavioys refl-ects higher consideration.
The sum of scores on phe even-numbergd items was an Initiating¢Structure
score, indicating (he extent to which .instructors initiated structuring
activities insthe class. -These dimensions have been related in previous
leadership reseaxch to work behaviors such as turn?ver, absenteeism, and

grievance }ates/(Korman,ul966).
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Individual Variables

Respondents who assessed incentive characteristics also provided
information about themselves. A background information sheet provided
biographical data on the following variables: sex, race, age, military
rank, Air Force experience, marital status, dependents, education, and
military honors. Response categories for the education item were: high
school, some college, college degree, and graduate degree with spaces to
indicate the academic fields in which degrees were obtained. With
regard to Air Force experience, respondents indicated: number of years
in the Air Force, regular service branch, whether they had volunteered
for their current training specialty, their ideal specialty in which
they would like to be enrolled, and previous training specialty experi-
ence. The specific questions are reproduced in Part VIII of g
Appendices A and B. . . ) -

Additional individual psychological characteristics were measured
with the Personal Values Questionnaire (PVQ) (Wood, 1970). This instru-
ment measured the relative strength of four individual motive dimensions: °
power, affiliation, altruism, and recognition. The form consisted of
nine tetrads of statements expressing potentially valued general out-
comes in life. Within each tetrad there were four statements, one
representing each dimepnsion, to be rank-ordered in terms of theii
attractiveness. Across the questionnaire there were three statements
_for each dimension arranged in the nine items, such that each statement
appeared once and only once with each of the statements representing
other dimensions. Sums of ranks attributed to each of the three power
statements each of the three times it appeared in a tetrad comprised the °
total .power motive score. The other three motive scores were similarly
derived. For evidence concerning the development, reliability, and pre-
vious use of the PVQ, see Wood (1970, ch. 33 1972). The FVQ form used
in this study is included in Appendices A and B as Part VII.

N =

‘Data Collection . , §~u2“ .

. The measuring instruments described in previous sections were
administered to Air Force personnel in the form of a comprehensive sur-
vey of attitudes and opinions concerning technical training. The survey
‘quest tonnaires were prepared in four forms. Two forms were constructed
for' trainee responses, and two forms were ‘administered to technical in-
struptors. :

The trainee survey, forms A and B, consisted of the following’
measures, in the order presented here: I. Incentive attractiveness-
rating method; II. Incentive attractiveness-dollar method; III. Incen-
tive contingency-present; IV. Incentive feasibility-future;

V. Tncentive attractiveness-instructor ‘und peer agents; VI. Instructor
Behavior Description Questionnaire; VII. Personal Values Questionnairej
and VIII. Personal background information. The entire survey question-
naires for trainees are included in this report as Appendices A and B. -
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The instructor survey, forms A and B, consisted of three parts, in -

the following order: I. Incentive feasibility-future (equivalent.of\ i
Part IV of trainee surveys); II. Instructor Opinion Ouestionnaire .

(IOQ); and ITII. Personal background information. The I0Q was included

to examine relationships of instructors' perceptions of ideal classroom
behaviors to their judgments of ipcentive feasibility-and to trainees!' -
descriptions of actual instructor behaviors. The items and response

options for the .IOQ were equivalent to those of the IBDQ completed by
trainees. However, instructors were agked to indicate the frequency

with which they thought they should idéally engage in each of the be-

haviors in the training setting. Consideration and Initiating Structure
*scores _from the I0Q -reflect the leadership style of the instructor. The -
personal background form for instructors was similar to that for :
trainees, except that instructors also indicated their military/civilian

status. The instructor survey guestionnaires comprise Appendices C and v
D of this report. '

o
t [RNRTN [ .

The necessity for two Forms of the ‘survey questionnaire for i
ti%;nees; and two forms for "instructors, was dictated by the number ofs :
incentives to be considered by the respondent. To facilitate comprehen--
sion and efficient time use, 32 incentives were presented “in Form A of

the student and instructor surveys,  and the remaining 30.were, presented -

in Form B of questionnaires administéred to both respondent groups.” The .
differentiation of questionnaire forms was solely on-the basis of- incen- )
tive content. Approximately half of the respondents at each level da L

received each, form. Incentives Were distributed among forms A and B in

a systemaﬁic manner so as to maintain approximate equivalence of con-

tent, or naturéef the incentives a priori determined by incentive

categorizatidﬁﬁ¥§ee Table 1), across the two forms. Each survey ques-

tionnaire was prefaced by a cover sheet, which introduced the sponsor- T

ship and the natyre and intent of the research in general terms, and

provided gene ;ﬁinstructions. Separate detailed instructions for the

completion,eifééﬁﬁ part of the guestionnaire were included with each

instrument in the booklet . .
The questionnaires were adminié%ered to 402 trainees and 64 train-

ing instructors in various technical training programs at four United

States Air Force Bases during August and September of 1972. The bases .

involved were: (1) Lackland - N = 138 trainees, 28 instructors; ’ .

(2) Sheppard - N = 60 trainees, 11 instructors; (3) Chanute - N = .

106 trainees, 13 instructors; and (4) Keesler - N = 98 trainees, .

12 instructors. Additional characteristics of the sample are described

in the results section of this report.

~

At each location, questionnaires were administered by, one or two
members of the research team to groups of trainees/instructors, who
were brought together in a central room during their duty-dsy for the
expressed purpose of completing the surveys. The researchers briefly
introduced the project to the group, then adminjistered the survey in a
stepwise fashion by reading instructions to the group for-a given part,
allowing them to complete that part, then moving on to the next part.

[ -
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Administration time was, one Hour for trainee groups and 20 minutes for
instructors (though no rigid time limits were imposed). Individual
respondents were anonymous. Following the administration period, the

4 researchers entertained questions and comments from the participants.
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Results of Incentive Analysis

Characteristics of the Sample

A summary of the major characteristics of‘the'sample, in the form

of distribution of res

pondents across categories of persona

1 variables,

is presented in Table 2. The trainee sample consisted Predominantly of-

vhite, single airmen with
volunteered for their training specialty,
college education.

of about two years.
were distributed across diverse fields,
psychology, social science, physics,

education. Individual differences on
examined later as

Characteristics of the Survey Respondents:
Air Force Technical Trainees

The few college de

less than six months

in the Air Force, who had _

and had a high school or some °

Their average age was 19, with a standard deviation

grees represented in the sample
including engineering, business, -

eriminology, history, and physical

- these characteristics will be rew

they relate to incentive questionnaire responses.

.

-

¥
v
. Variable: Category
. Y gex: Male
| 5 Female
g v
¥§¢ %‘ Race: White
et Black
- " .
“» Rank: Airman
Sergeant
. Experience: < 6 months
\ > 6 months
Traiﬂing status: Volunteer
, Nonvolunteer
Marital status: Single
Married
Divorced )

Education:‘

v

High school
Some ccllege
College degree

Number of

Respondents

357
L5

358

'y

382
12

322
80

320
80

342
56

L

269
113
16

Percentage of

Total Sample

89
L11

89 .
11

95
3

80
20

81
19

.85
» 1k

1
67

28
L

Note: Some categorizations do not total LO2 because of missihg
responses or responses which ‘did not fit the given categories,

-
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Additionally, 36 of the trainees were "ropes," a military honors
designation carrying leadership responsibilities within the airman
squadron, though not necessarily relevant to technical school perform-
ance or activities. Other honors reported by very few trainees included
ribbons, ROTC awards, stripes, and dorm leaders. Although trainees were
sampled from more than 70 technical training specialties, a large por-
tion (N = 70) were being trained in electronics-related fields. Other
training specialties heavily, represented in the sample included: law
enforcement and security police, munitions, aircraft maintenance, and
photography. Both traditional lock-step and self-paced courses were
included in the sample.

Incentive Attractiveness

Table 3 reports the trainees' perceptions of the attractiveness of
each of the original 62 incentives. Means and standard deviations are
presented for both the rating-scale and dollar-method judgments. With
the rating method, the possible range of scores was from 1 (extremely
unattractive), through a neutral point of 4, to 7 (extremely attractive)..
The grand mean across incentives on Form A was 5.4, with a standard
deviation of 1.36 (N = 32 incentives, 212 respondents). For the incen-
tives on Form B, the mean was 5.13, with th¢ standard deviation = 1.39
(N = 190). Attractlveness scores on the dollar distribution task ranged
from $0 to $300, with the expected values for any given incentive being
$9.38 (Form A) and $10.00 (Form B). , .

N In the independent rating task, only one incentive was perceived as- :
. unattractive, as all other means were greater than 4.00. The most
s - attractive incentives, with mean ratings in the 6 (very aﬁtractive) to
7 (extremely attractive) range, were: choice of base assigmment (6.46),
college credit for training (6.43), time off (6.37), being treated as an
sindividual (6.37), free phone calls (6.21), reduced squadron detail
« (6.09), promotions (6.08), early notification of base assigmment (6. 07),
’ information about training-related civilian occupations (6.02), and
coeducational classes (6.00). The least attractive incentives, with
mean ratings of 4 (neutral) to 4.5 were: special classroom seating
(3.51), recommendation for rope (4.18), teaching a class (4.26), more
.. difficult and challenging work (4.33), pass-fail grades (4.30), meals at
! NCO ciub (U4.43), posting names and pictures of most improved students
- v (4.42), honor student identity passed on to next instructor (4.51),
freedom from classroom exercises (4.45), press release to base paper

(4.58), being chosen group spokesman (4.53), and part for top performers
. h .29).

The comparative dollar distribution preferences showed the follow-
ing incentives to be the most attractive or valued: promotions (mean =
ok .61), choice of base assignment (56.75), college credit (35.13), free
phone calls (32.16), time off (27.22), being treated as an individual

(23.47), not failing (21.23), early notification of base assignment
(19 14); while the least attractive were: special classroom seating |
(0.98), dlsplay of completed work (%.59), posting pictures and names of*

‘ . 19 , :
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] i eing chosen .
‘group spokesman 2.50), helping instructor /(3.02), being in class with
same-rank students (3.17), NCO club meals (3.35), honor dormitory
(3.45), and freedom from classroom exercises (3.46). Further summary
information is given in Table 4 which lists those Incentives with mean
dollar allocations above the expected value. .

v ., .

Table 4

Incentives with Dollar-Attractiveness
. _ ~=+**  Means Above the Expected Value

- 1

p Questionnaire Form

A (E.V. = 9.375) . B (E.V. = 10.00) ~

Incentive Ngan _ Incentive : Méan

: Choice of base . 56.75  Promotions 6h.61
College credit °* 35.13 Phone calls 32.16 .
Time-of f 27.22° Not failing 21.23
Treat as individual 23.47  Early base notification  19.1h4°
Reduced squadron detail = 15.65 Information, military 16,46 -
Opportunity to cross-train 15.03 Information, strengths 16.04. ~ R
Advanced instruction 13.68 Certificates g 11.75 .
Self pacing 11.07 Commendation letter . 11.11 -
Coed classes 11.00  Difficult work — 10.26 I T
Smoking and drinking 10.66  Explanation for orders 10.46

Civilian clothes 10.53 Dorm choice 10%.38 >’

-
' . s

Thus, it appears from Lhis descriptive analysis, that, by examining .
the extremes of the preference distribution, incentives of higher and
lower attractiveness can be very generally distinguished. With some
exceptions, the more attractive incentives tended to focus on outcomes
that: (a) couid e considered as pertinent basicaily (o the individual
himself with 1mp11cat10ns for his future career, rather iLhan emphasizing. B
interpersonal contact explicitly; and (b) involve external administra-
tive action (and probable cost) for their delivery. On the other ‘hand,
the less attractive incentives generally concerned public. forms of
recognition and identification with a reference group of military
superiors. This is generally consistent with results from Army basic
training, where mementos or ceremonies recognizing achievements were not .
powerful motivators (Datel and Legters, 1970).

Two methodological conclusions were also evident from these prelim-
inary ahalyses. First, there was a minor bias evident in the form
variation of the questionnalres. Differences in overall incentive means
between questionnaires-were 31gn1ficant (t =2.07, p < .05). Of the 11
highly attractive incentives, 7 appeared on Form A and 4 on Form B,

Y . * (¥
»
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while of the 16 incentives cited for lower attractiveness, 10 were on

Y

©

Form B -and only.6 occurred on Form A. This slight questionnaire bias
then, was of the nature of having more attractiveness of incentives
represented in Form A. The difference was not associated with sampling
differences, since, in each group administration, half the respondents
randomly received each form.

Secondly, the two methods of measuring incentive attractiveness
enhanced the validity of inference concerning the incentive value con-
cept by prbvidiqg convergent measurements. This convergence is subjec-
tively evident in the comparison of incentives ndted above as being in

. the saff® extreme portion of the attractiveness distributions of the

ratlng-method and .dollar-method respdnses. Additional analyses .compar- .
ing the two methods empirlcalLy substantiated this convergence As a
summary Indieator, mean attractiveness judzments from the two methods,
as shown in Table 3, were plotted in bivariate graphical form with each
incentive as 2 data point. These scatterplots for Forms A and™B are
included ds Appendix E. Both displays depict a close correspondence of
methods. The best-fifting lines conform to a positive relationship, and
the narrowness of p01nt defined ellipsis around those lines suggest
small deviations and a reasonably high coefficient of agreement. From
thege figures, one can infer a strong overall correlation between
methods for attractiveness judgments pf each set of incentives.

Correlation coefficients were also computed for method agreement,
for each of the 62 incentives across respondents. The complete set of
correlations comprises Appendlx F. The appendix shows the "intermethod
correlations and the number of incentivés correlating mor e highly than
the between-method correlatloﬁs with the given 1ncent1ve within each
method (off-diagonal correlations). The maximum number of greater
within-method correlations was 31 for incentives on Form A and 29 for
those on Form B. Agreement was found to vary across incentives. The
following incentives $howed significant between-method agreement and
convergent-discriminant validity as indexed” by fewer than 10 higher
correlations within eit@ef method: college credit, honor dorm, civilian
clothes, pictures and names of honor students posted, special classroom
seating, promotions, certificates, elimingting involuntary cross-
training, excused from class based on exam, field trips, influence over
class, pass-fgil grades, challenging work, information about* strengths

. and weaknesses, explanation for orders¥ dorm™ choice, not failing, rope-

recommendation, meale a2t'NCC club, and teaching a class. Th can also be
seen that there yere fewer within-method correlations exceeding between-
method agreement for Form B incentives, particularly with respect to the
dollar-distribution method. .

Dimensions of Incentive -Attractiveness

A

~

In an attempt to delineate the conceptual nature of the incentives

by identifying’dimensions or clusters of incentives, the attractiveness

rating correlation matrices were subjected to "pr1nc1pal factor" factor

analyses with factor rotations to the varimax crlterion Separate

o . <
- .




nalrse ere nes ary for questionnaire Form A responses ,32 ;ncen—

tlves, 212 respondents) and Form B responses (30 1ncent1ves,

"190 respondents). In both»cases, however, the principal factor analysis
revealed a large general factor, and each rotation program required nine
+ factors to accommodate all of the cammon variance. Moreover, the
analyses were similar in that the first four rotated factors accounted
for 77 percent .of the variance for both forms. ‘To summarize the derived
orthogonal factor structure, the major factors and their respective con-
tributions are described as follows for Form A and Form B incentives
(factor matric®es are presented in Appendix G) -

Form A factor structure. The nine rotated factors slere as follows:

¥

I.. This factor appeared to represent recognition, particularly in
terms of the permanent recording of one's recognition. Variables con-
tributing to this factor (and their loadings) were: merit letter (.8k4),
press rélease 1o home town paper (.63), encouragement (.55), ribben
(.54), having pictures-names posted (.L47), verbal praise (.L43), honor
dorm ( 42), and recommendation as a future instrictor (.k2). -

 1I. This factor also involved recogriition, but with apparent
" reference to recognition and self-control in the classroom environment.
Varlables defining the factor were: freedom from classroom exercises
(.64), special classroom seating (.61), display of completed work (.4k4),
and self-evaluation of performance (.41). Posting names and pictures
loaded on this factor (.36) as well as on factor L.

III. This factor can perhaps best be described as pertaining to
the trainee's self-development. It is comprised of the following incen-
tives: setting learning goals (.64 ), being ‘treated as an individual
(.53), extra advanced instruction (.46), information about civilian
occupations related to tralnlng (.42), and ‘choosing one's own roommates

(.b1).

¢ ” L]

IV. Factor IV remains nameless because of the few contributing
1ncent1ves and their discrepant loadings: college credit for tralnlng
(.85), choice of base assigmment (.lL0), and to a weaker extent; cged
classes (.34) and reduced squadron detail (.34). These variables may be
tied together, however, by their involvement of a loosening of Air Force
regulations or practices.

V. Being chosen group spokesman was the only incentive defining
" this factor (.84).

VI. This factor connotes personal freedom in general on-base
behavior§. It was comprised of: wearing civilian clothes (.54), re-
laxation of curfew restrictions (.48), rediced squadron details (.L47),
time-off (.40), and smoking and drinking in class (.39).

VII. This was a fairly weak factor consisting of two variables
relating to social contact with instructors: interaction with instruc-
tor (.67) and receiving-encouragement (1),

27
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Factors VITT and TX consisted of gself-pacing (L74), and a

combination of freedom from supervision (.51) and honor dorm (.58),
respectively. - : N

Form B,factor structure.

I. Much like.Form A, the Tirst factor here was a strong recognition

dimension, comprised of incentives especially pertinent to recognition
by one's Air' Force colleagues: plctures and nameg peched (.79), honor
student identity passed on (.68), récognition for achievements (.58),
being liked and accepted (.18), certificates (.45), press release to
base pap Ni5) , and being in a class with students of the same rank

(.40).

II. The incentives previously thoughtxto denote the more direct
social behaviors emerged on this factor: sdcial interaction (. 73)
- being concerned for (.68), being liked and accepted’ (.52), and helping
the instructor (.41). .

III. Though defined by only two Varlables, factor III reflects
,competence-related aspirations: belng(abl to teach a class (.69) and
challenglng, dlfflcult work (.52). : -

IV. The only high loadings for meals at NCO club (.60) and being
recommended as a "rope" (.50) suggest identification with.military
officers. T , :

Factors V and VI 1ncluded incentives indicdative of trainee control
although specific influence ovér class activities (loadlng of .71 on
factor VI) was separated from being excused from class (.60), and having
orders explained (.55) and suggestions implemented (.36, factor V).

JVII. This was’'a rather directly interpretable information/feedback
factor consisting of: information on military assignments (.71), early
notification of base assignment (.49), and information about strengths
and weaknesses ( 34).

Factors VIII and IX were 31ngle item factors with moderate as well
as singular loadlngs for cross-training and pass-fail grading.

Thus, recognition appears to be the dominant incentive dimension in
the present data, with subsidiary clusters of personal freedom and .
development, and sSocial behaviors being identifiable. =~

%

Determinants of Tncentive Preference A

=

Further examination of the nature of training iqﬁentives revealed
several correlates of their preference associated with characteristics
of “the trainee respondents and their training environment. This section
reports results pertinent to the prediction of incentive attractiveness,
derived from investigation of the covariation of attractiveness

s .
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The Statistical analyses involved were principally bivariate correla-

tions and comparisons of mean attractiveness ratings across sample

subgroups . . o S . ‘
Results in this section are reported for incentive attractiveness

as measured with the 7-interval rating scale. Due to the previously

demonstrated method convergence, it is possible, for parsimony's sake,

to restrict attention to oue of the two measures. While the dollar

method yields psychometrically stronger scaled data, its utility was X

limitéd in this research by two factors: ‘(a) since mahy of the 1ncen- ' T

tives possessed explicit monetary cost implications (e.g. free phone

calls, parties, time-off), judgments of preference could have been in-

fluenced by the objective cost of their attaimment, as well as abstractly

perceived reward value, and the cost factor was not constant aczoss

incentives; and (b) in this preliminary data-collection procedure,

respondents were confronted with the unusually complex task of distri-

Jbuting dollars among a large set of (30) incentives, which may have

contributed to a skew in the distribution. Previous uses of this method

have involved smaller sets of (6-10) incentives (Nealey, 196L). 1In the

follow-up sample, to be reported later, this limitation was reduced. -

Consequently, fu:r present purposes, correlates of only the

attractiveness-rating responses were considered.

Sex. The individual's sex was related to preierences for eight of "

the iflcentives. Significant mean differences shown in Table 5% indicate

that males viewed ribbons and recommendgﬁion.as a future instructor as

more attractive incentives than did females. On the other hand, ‘the

following incentives were valued more highly by females: self-pacing,

information about military assignments, having suggestlon implenmented,

press release io base paper, explanation for orders, and having others

te concerned for them. Females also preferred, to a marginally signifi-

cantly greater extent than did males, being liked and accepted, being .

treated as an individualy and choosing their roommates. These results

suggest that differential preferences for incentives with social rein-

forcement . connotations favor the female population, as previoucly indi-

cated in nonmilitary research (Raben, et al.), 1973). Malec proferred

two incentives related to personal recognition more than did WAFs.
\
|

Race. The individual variable of race'was a strong predictor of -
1ncent1ve preferences. Seven differences between white and black o v
tralnees’ ratings were significant at the .0l confidence level and three
were significant at p < .05 (Table 6). Blacks perceived several incen-
tives as more attractive than did whites: receiving encouragemént,

recommendation as a future instructor, ribbons, press release to home

. - e

*Results concerning individual and organization determinants of prefer-
ence should be interpreted with some caution, since multiple ANOVs and
t-test were performed on incentive attractiveness variables which were
in some cases interrelated, as shown by the factor analyses.
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town paper, display of work, and setting. learni 1s. With the . .

-\

exception of the goal-setting incentive, this pattern suggests stronger
preferences for recognition kinds'of incentives among black dirmen,
White trainees preferred not failing, promotion, base choice, and choice
of clothing incentives, ‘or generally control and career-related incen-

“tives, more thandid blacks.

s

Marital status. An incentive system incorporating the rewards
studied here appears particularly geared to the preferences of married
trainees. Seven incentives were seen as more attractive By married
individuals, and no incentives were significantly more preferred by
single trainees, Moreover, six of these marital status-based differ- R
ences were significant beyond the .01 confidence level (Table *7). The
nature of incentives preferred by the married sample varied greatly.
They included helping classmates, field trips, time off, receiving
encouragement, letters of merit, verbal praise, and information on
strengths/weaknesses. '

e
©

Table 7

Incentive Attractiveness Differences Between -
Single and Married Trainees

. Marital Status
i Single (N=3L2) Married (N=56)
Incentive ’ M sd ‘M sd t
Letter of merit to 5.55 1437 6.10 0.96  L.Llx«
‘parent or loved one
Receiving encouragement 5,66 1.19 - 6.36 0.86 L, 35%%
Being able to help 5.09 1.86 5.76 1.23 |  2.68*%
classmates . : . . .

" Verbal praise 5.05 - 1.20 5.4k 1.01 2.36%
Field trips 5.23 _  1.37 5.83 - 1.23 . 3.17#*
Time-off 6.32 1.05 6.72 0.61 2.86%*
Information about - 5.26 T1.hy 5.79 1.21 2.68%x

strengths /weaknesses .

Note: #*¥p < .01
¥p < .05

Education. Differences.in educational levels generally failed to
predict incentive preferences. Due to the small numbers of trainees
with less than a high school education (5) or a college degree (13),
comparisons were possible only between the midrange categories of a high
school degree and seme exposure togcollege. None of these mean

v
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however, approached significance: (1) people with scme college training
preferred reduced squadron details (t - 1.88) and information about
‘civilian ocoupatlons (t 1.78) more than did high school graduates;

(2). trainees with a high school education rated certificates as more
attractive than did respondents with some college (t = 1.82).

Air Force base. Three parameters.of the training enviromment were

examined as possible determinants of incentive attractiveness--training
base, whether the trainee had volunteered for his spec1alty, and whether
the trainee had served as a rope. Results for the cross-base compari-
sons are presented in Table 8. These findings indicate that the base at
which an incentive system is introduced may affect its utility,.since
%he,rated attractiveness of 13 incentives varied with the base from

‘which trainees wefe sampled. There was no particular trend toward

higher incentive preferences at.a single base. Thus, while there .
appears to be no cross-base bias for incentives generally, consideration
of differential attractiveness of specific incentives and base location
(and accompanying training programs) will be important to designing a
workable incentivé system. 4

Trainees' volunteer status. A few incentive preferences were
affected by the voluntary status of the trainee. Those trainees who
had volunteered for their training specialty considered ribbons, recom-
mendations as future instructors, and opportunities to help 1nstructors
as more attractive .than did nonvolunteers. People nonvoluntarily’ .
assigned to an AFSC specialty preferred opportunities to cross-train and
having orders explained to a greater degree than did volunteers. These
relationships can be interpreted in fairly common-sense terms. Volun-
teers seem more inclined to.prefer imcentives relevant to their future
beneficial involvement in the training systemp and instructor-student
relatlonshlps. Nonvolunteers would loglcally value cross- tralnlng as a
means to change spec1alt1es and career goal attainment p0331b111t1es, ¢ <
and they might react adversely to legitimate military authorlty and seek
explanations for what they are instructed to do.

Serv1ce as a rope. Those few trainees who had acted as ropes, or
leaders in their student squadrons, viewed six of the incentives as more
attractive than did trainees who had not been ropes in the past. Incen-
tives more highly valued by ropes werg verbal praise, information about
civilian occupations, setiing their own learning goals, being chosen as
group spokesman, receiving encouragement, and helping classmates -
(Table 9). It is likely that, with the exception of civilian informa-
tion, service as a rope accustoms the trainee to experiencing these
rewards and renders their reward value more salient. However, since
many trainees tend to look unfavorably en ropes, who select them for:
details and onerous squadron duty, the emphasis on helping classmates
may possibly be interpreted as a compensatory incentive for the rope to
value in the training school setting. ’
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Table 9

Incentive Attractiveness Differences for Volunteers
’ , vs. Nonvolunteers and Ropes vs. Nonropes

*“ I. Volunteer Nonvolunteer .
. (N=320) (N=80)
Incentive-. ) M sd M sd t
Opportunity to cross-train 569 1.23 6.2k 1.00 3.60% o
Ribbon for performance 5.92 1.14 s5.48 1.47  3.69%* N
Recommended as future instructor 4.97 1L.74% 4.36 1.78 2.79%x ' .
Explanation for orders 5.68 1.29 6.16 0.99  3.11%*
Help instructor , 5.05 1.30 4.59 1.19 2,88%*
II. Ropes Nonropes' '
: (N=36) (N=366) )
Incentive M sd M sd t
Verbdl praise- 5.63 0.9 5.05 1.1 2.82x
JInformation, civiliah 6.53 0.60 5.97 1.32 2.47x
Set learning goals 6.21 1.18 5.53 1.75 2.28% .
Group spokesman - 5.63 2.58 4.43 2.34  2.90%*
Receiving encouragement . 6.26 0.73  5.70 1.20 2.7hxx
Help classmates 6.10 0.77 5.45 1.96 1.97*

Note: ' **p < .OL )
4 *2< .05 . v

Reinforcing agent. Twenty of the social incentives were rated on
attractiveness when administered by instructors and classmates. . Results
of comparisons of the contribution of varying reinforcing agents to
attraetiveness are presented in Tables 10 and 11. Correlations between
attractiveness independent of agent and attractiveness of instructor and
class-administered incentives weré, generally, equivalent. The only
major difference between correlations occurred for -"receiving an expla-
nation orders," where the correlation was substantial (r = .47) for
instructor administration and negligible (r = .05) for class administra-
tion. However, in the more direct comparison of attractiveness mean
ratings for the two agents of administration, several differences were ..
noted (Table 11). The reinforcing agent had a significant impact on the
perceived attractiveness of six of the incentives, as indicated by .
t-tests for differences between means of large samples. Only on€ of
these incentives was more attractive when administered by classmates;

" that being a party for the top performers, the overall attractivenesé"s-&L «

rating for which was rather low. The following incentives were signifl-

cantly more attractive when administered by instructors: extra advanced
\
|
|

instruction, information about strengths and weaknesses, and explanations

~
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éorrelgtions Between Incentive Attractiveness Ratings and
Independent Attractiveness Ratings for Instructor
and Peer Administration of the Incentives ’

Incentive

Verbal praise

Advanced instruction
Receiving encouragement
Recommended as futtre TTI
Treated as an individual
Letter of merit to loved ones ~

‘ Social event .

Group spokesman

Part fbor top performers

Influence oyer class routine

Have suggestions implemented
Information: strengths/weaknesses

-Explanation for orders .

Recognition for achievements
Being 1iked and accepted
Social "interaction

Being concerned for
Recommended for rope

Meals at NCO club

Teach a class

IA;'"

&

-

e et - . JaDLle 10

+ 050

L 4
Instructor

4o
.36
.51
.55
Rl

.36
500 -
31
24
.19
.39
A7
A
4o
.38
Ry
.5k
.26
. .h8
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Table 11

-
Effe\cts of Reinforcing Agent on Incentive Preference: Mean
Attractiveness When Admin'istered by Instructors and Peers

L

Administering Agent

Instructor Peers
Incentive M sé M sd t
Extra advanced instruction 5.3 1.31 L4.55 1.31 6.16%*
Informatien: Strengths/weaknesses 5.25 1.45 L4.52 1.50 4.87%*
Explanations for orders 5.4 1.52 L4.68° 1.66 L4.30%*
Letter of merit to loved ones 22T 1.43 4,95 1,49 2.47%
Recommended as future instructor 4.8 1.87 L.48 1.78 2.2L*
Party for top performers h.36 1.66 L.71 ° 1.55 2.06*%
Being liked and accepted 5.35 . 1.38 5.60 1.40° 1.79
Recognition for achievements 5.8 1.31 5.24 1.38 1.7
Social interaction 4.8 1.30 5.07 1.28 1.46
Have suggestions implemented 5.19 1.29 5.02 1.22 1.31
Meals at NCO club A 4.03. 1.67 3.8 1.53 =1.24
Being treated as an individwal , 5.93 © 1.42 6.07 1.27 1.08
Infltence over class routine k.8 1.48 L4.73 1.33 <1 .
Being concerned for 5.00 .T.42 5.10 1.38 <1
Recommended for rope L.2s 7 1.79 L4.16 1.83° .<1
Teach a class 4,53 1.81 4.38 1.64 <1
Verbal praise 5.20 1.37 5.27 1.2 <1
Receiving encouragement 5.54 1.23 5.49 1.19 <1
Social event 4,81 1.56 L4.88 1.5 <1
Group spokesman lt.52 1.72 , }L68 1.76 <1
”
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. for orders (p < .0l); and,sending a letter of merit to loved ones, and oL
being recommended as a future instructor (p < .05).

kY

Thus, as previous literature has indicated (Raben, et al., 1973),
the value of incentives to potential recipients depends in part on the
"source of their administration or delivery, particularly as that source
reflects differences in reference groups' with which the person may
identify, which, in this study, were primarily differentiated on the
, basis of organizational level. The relative value of peer and instruc-
.tor reinforcement depend, however, on the nature of the specific incen-
tives involved, The lack of agent differences for some incentives |
indirectly supports arguments for peer reinforcement, in that, in many .
cases, peer reinforcement was valued at least as highly as 1nstructor
reinforcement. That is, socidl incentives such as verbal praise, being
liked and accepted, social interaction, being treated &s an individual, v
/ being concerned for, and attending a social event were not accorded
, differential attractiveness across agents; in fact, while these mean
differences were not significant, the means were slightly higher for ¢
~ . Deer administration of these incentives. . . e .
Leadership climate. Indices of leadership climate were derived’
from the trainees' descriptions of their instructors' “behavior on the . v
IBDQ. The possib‘e rangé of scores on both the Consideration and
Initiating Structure dimensions was 12-60. In the present.sample of
trainees, the mean Consideration score was 43.79 (s.d..= 8.72), and the .
mean Structure score was 38,30 (s.d. = 7.03). The two leadership dimen- ,
" sions were also generally independent, as the correlations between
Consideration and Structure were .14 (p < .05) for Form A respondents, '
and .09 (n.s.) for Form B respondents. The respective s&nple sizes.were
212 for Form A and‘l90 for Form B.

Slgnlflcant relationships between climate and 1ncent1ve preference

. are documented in Table 12, Many preferences were associated with

' instructor behaviors. To the extent that the instructor was described
as considerate, trainges viewed 22 incentives as"being more attractive,
with 18 of these relationships being 31gn1ficant at the .01 confidence
level. Preference for 20 incentives was greater to the extent that the
instructor was perceived to initiate structure, and 12 of the correla-
tions reached the .0l significance level. Preferences for 11 of the
incentives were pdbsitively related to both climate dimensiéns. With the
exception of three incentives (posting pictures and names of most .
improved students, recognition for achievements, and passing on identity '
of honor students) those 1ncent1ves relating to both dimensions showed '
slightly stronger relationships to’ consideration.

- Multiple interpretations of these relationships seem possible. If

one assumes that the present .incentives may or may not be currently
"operative in the situation, and that climate variables are conductive to.
their perceived value, then many of the relationships are predlctable.

For example, a considerate climate "makes it possible for" the following
incentives to be attractive, since their preseqce would fit that

\
|
| . B
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Table 12

Significant Relationships Between Ificentive Attractiveness
and Two Dimensions of Leadership Climate

Leadership Dimension

. . . Initiating
. Incentive - * Consideration Structure ~
Pictures and names of honor ; .30 .16
students posted - i .
Helping instructor . .27
Being liked and accepted’ . .25 . 21
Letter of merit to loved ones .25 .18
Interaction with instructor . .2k
Receiving encouragement ) Y23 .
Difficult, challenging work - .23 & P
Social Interaction ’ .23 o .16
Press release: hometown paper .22 © .15
Set learning goals .22 . )
Group spokesman : 2L Ak
Recommended as future instructor .21
T Verbal praise . .21
- Cértificate ) .20 .18
Honor dorm , . .20 b
Promotion ‘ ) . .19 -
» Pictures and names of most B A9 .28 -
improved students posted ' )
R Recognition for achievements . < .18 . .25
Helping classmates . A7 .
' Teaching a class ’ PR I 4 )
" Identity of honor students passed .16 . 29 .-
* on to next instructor - ‘ .
Self pacing .15 =
' , Party for top performers ° : .29 .
*  Dorm choice . : .28
Same-rank students in class ' .23
Free phone calls ) . - .19
. Letter of commendation ' .19
. Relax curfew restrictions .18 \
Freedom from supervision - A7
Advanced .instruction ' s 16 N

| " " Press release: base paper ) b -
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climate: hélping instructor, being liked, interaction, receiving
encolragement, setting self learning,goals, praise, helping. classmates,
and teaching a class. Similarly, a structuring climate would appear
conducive to implementing incentives which require administrative,
structuring activity, e.g.: certificates, posting names ,and pictures,
Passing on identity of honor students, dorm choice, commendation letter,
and so forth. However, particularly with regard to a structuring cli-
mate, some incentives may take on enhanced value because that climate
_impedes or is inconsistent with their operation, or, in motivational
terms, a deprivation hypothesis may account for incentive sallence.
Examples which seem to fit this alternate interpretation includé rela-
tionships between structure and the attractiveness of: being liked and
accepted, social interaction, and freedom from instructor's supervision.
Since perceived climate is associated with the behavior of training
instructors, climate might ‘be expected to relate differently to the
attractiveness of social incentives administered by instructors ang
classmates. Table 13 presents correlations of climate with atbractive-
ness determined by these dual modes of administratioen. ,Considerate
instructor leadership tended to correlate more strongly with the attrac-

. tiveness of instructor-delivered than peer-delivered incentives, partic-

ularly with regard to: verbal praise, advanced instruction, being
.treated as an individual, having suggestions implemented, getting

. ’explanatlons for orders, and recognition for achievements. This trend

was not apparent, however, for the initiating structure climate dimen-
sion. In a few cases, instructor structuring related significantly to
peer-delivered but not to instructor-delivered incentive attractiveness:
receiving encouragement, suggestion implementation, social interaction,
and being concerned for. Consistent with the previous alternative
1nterpretat10n, instructor's structuring may render these incentives
more attractive (and perhaps probable) when they are administered by
class members other than the lnstructor. . -

Regardless of the undetermined causal ditrection of these relation-
ships or the process underlying them, the predent evidence strongly
suggests that the attractiveness of potential incentives are intjmately
tied to the leadership climate in which those incentives are to be
implemented: This conclusion implies a need for close scrutiny ahd
analysis of training situations prior to the development of social in-
centive s;stems.

Personal motives. The individual motives of technical trainees
were found to be predictive of their incentive preferences. Motiva-
tional characteristics of the sample are presented in Table 14. 1In
terms of relative motive strengths, trainees were motivated toward
affiliative, altruistic, recognition, and power goals, in that order.
Since the recognition scale was developed and originally applied to this
Air Force sample, comparisons of recognition motives of trainees and
other groups in the population are unavailable. However, the pattern of
means across the other three dimensions generally..showed little devi-
ation from results obtained with p?evioﬁs samples of college studénts.
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Table 1L

Mean Trainee Scores on the Personal
* Motives Dimensions

: “ Y
~ Motive ° Mean s.d. :
Altruism 20.51 6.67
Power 27.02 © 6.16 '
Affiliation 18.08 5.77 ‘ '
Recognition 23.97 . 6.07 . . -
Affiliation and power motives of USAF trainees and undergraduates are ' .

similar in strength. Weaker scores on the power item dealing with the
exercise of control over people and situations (M = 10.39) than on the
other two power items'(M = 8.96, 7.71) dealing with power over activities
and decision processes weakened the overall power motive score. Item
scores within the other three dimensions were more consistent (ngle 15).

)

Zr

Table 15 ‘ g

Mean Item Scores on the Perspnal Valués Questionnaire ,

Item ‘ Dimension Meah s.d.

_Being active in helping others Altruism 6.66 2.47

Promoting well-being of others - - 6.87 2.46

Sacrificing for others . . ‘ 7.00 2.68 .

Having a say . : Power -+ 8.9 2.70

Exercising control : 10.39 2.21

Inflencing decisions 7.71 2.86

Getting along with others Affiliation 5.47 2.12 ’ :

Having friends X "6.69 2.54

Being liked \ 5.96 2.33

Gaining acknowledgement - ‘Recognition 8.60 2.45 .
.,Being respected . - ‘ . - T.46 2.37

Being recognized for achievement ~ 7.94 2.78

. 1

- . -
- -

- 2

The measure of personal motives is ipsative in nature; that is,
high scores on some motives necessarily result in low scores on others.
As a consequence, there must exist some degree of inverse relationship
between some motives. In'the present sample, the strongest inverse
correlations were found for altruisyland recognition, and for power and

-

-




affiliation., Altruism and power, and affiliation and recognitien were
moderately inversely related. Altruism and, affiliation, and power and
recognition were -independent motives (Table 16).

Relationships between motivation and incentive preferences are
shown in Tables 17 through 20. Individual recognition motives were
significantly related to preferences for 15 incentives, almost all of
which had been thought originally (see Table 1) to denote recognition
and approval. Recognition motives correlated with the attractiveness of
publicly posting the names and pictures of both "honor" and "most
improved" students., .It is also interesting to note that recognition
motives were related to the attractiveness of a press release to one's
hometown newspaper, but not to the base paper; and to a letter of com-
fendation for the record, but not to a letter of merit sent to loved
ones. Several specific tangible forms of individual recognition, in-
cluding ribbons, certificates, commendation letters, and display of
completed work were more attractive for trainees with stronger recogni-
tion motives., ’ ’

Affiliation motives were also related to incentive "preferences.
Again the incentives involved fit the preliminary concept of affiliative,
jdentitive motive fulfillment, especially being liked and accepted,
being concerned for, and social interaction. The other three relation-
ships in Table 20 are interpretable in a post hoc, if not so direct way.
The relationship of affiliative motives to the attractiveness of helping
thé instructor suggests that the instructor may serve as a significant
other with whom some trainees aspire to identify and affiliate on a
social level. The remaining two incentives, time off and not failing,
imply an indirect implication of time available to the trainee for
social activities and group affiliative involvement. To the extent the
trainees do passing work and have time off from training duties, they
.may have greater opportunities to interact and affiliate with others
within or outside their immediate classrgom environment. Thus, trainees
with stronger affiliation motives value those inceptives more highly.

No incentive preferences correlated positivelys with power motiva-
tion. However, 15 incentives were inversely related to power motives.
Among these, some, such as social interaction, praise, being liked, etc.
could be interpreted as leveling social status differences, which might
be incompatible with having a base from which to exercise power (at
least as defined in terms of legitimate alithority and status incongru-
encies): Unfortunately, from the_viewpoint of theoretical understending
of incentives, the attractiveness of many social incentives which were
construeted to represent social influence;.e.g., influence over class,
heving suggestions implemented, choosing bases, afd setpihg learnihg !,
goals, etc. was rot related to power mgtivation.

The strength of trainees' altruistic motives was related to the
attractiveness of helping classmates learn material. The significant
relationships of this motive to advanced instruction, didgnostic feed-
back, and challenging work incentives suggest that while the receipt of




Table 16

& Intercorrelations Among Personal Motives Dimensions

Altruism Power Affiliation Recoénition
" Form: A B A B A B A B
Altruism - - ;
Power -.29  -.47 - - -
Affiliation 02 -.16 -.49 -.38 - - )
Recognition -.60 -.45 .00 .05 -.25 -.38 - -~
[
3 - Table 17
Significant Relationships Between Imcentive
Preference and Altruistic Motives
‘Incentive Correlaticn
Help.classmates .22
Advanced instruction .18
Information: strengths/weaknesses 16
Difficult challenging work - .15
College credit for tech training -.19
Party for top performers -.15
. Table 18
Significant Relationships Between Incentive
. T— X
. Preference and Power Motives
4
- Incentive Correlation
Social interaction -.29 ’
Verbal praise - -.25
Being liked and accdpted . -.22
Help instructor -.22
, Being concerned for -.22
Time off ~-.21
. Promotions -.19
Certificates . -.19
Receiving encouragement -.18
Help classmates RV -.17
- Not failing -.16
Same-rank students in class -.16
Honor dorm -.16
Choose roommates . -.16
Recegnition for achievements -.15 .
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Table 19

Significant Relationships Between Incentive Prefefence

and Personal Recognition Motives

>

Incentive
Recognition for achievements
Pictures and names of honor students posted

- Pictures and names of most-improved students posted
- Certificates
Press release to hometown newspaper
Recommended as future instructor -«

¢ Identity of honor -students passed on to next instructor

Recommended for rope
Group spokesman .
Honor dorm
Receiving encouragement .
Letter of comendation in permanent record
Display of completed work '
Ribbon for outstanding_performance,

. Same-rank students in class

) Table 20~

- s . Significant Relationships Between Incentive .

- Preference and Affiliation Motives

Incentive Correlation
Being liked and accepted ’ .27
Being concerned for .26
' Social interaction 2k
Time off - . .19
Help instructor ’ .18

K Not failing ) N b

- -
.

.28
2L
.23
.20
.20
19
.19
18
18
16
15
Ak
Ak
Jdbe
Ak

Correlation

.
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these incentives would most directly help the trainee, they might also
provide him with a basis ‘for, or context im which, to help his fellow
trainees, and perhaps the Air Force generally upon completion of train-
ing. : ' - . 4

. IThis evidence of motivation-incentive preference relationships is
of particular importance to the development of practical incentive
systems. First, it indicates systematic ways in which individual dif-
ferences can be taken into account in planning incentive systems.
Although the magnitude of relationships was not large, the motivational
variables seem to offer the best means of subgrouping the population in
terms of delineating the types of incentives most likely to motivate
thhem. More meaningful relationships of motives to preferences were
evidentr in this study than were associations between preferences and the
other individual ang organizational variables investigated. Identifica-
tion of motive patterns of incoming trainees could then facilitate the
use of a cafeteria incentive system, where different subgroups receive
different, valued rewards for their performance. Especially if the
incentives in the various cafeteria "dishes" can be made equally cost -
effective, the training system can feasibly reward individuals for their
effectiveness in a way that is compatlble with their backgrounds and
preferences.

" The second point to be noted in this context concerns the direction

of the empirical relationships between motives and incentive preferences.

For an individual-differénces-based- system to work, it is assumed that
the individual difference measure predlcts the preferences. Given the
present system of measuring motives in terms of attfhctlveness of

general life goals, it ﬁeems reasonable to tentatively infer that the

"direction involves motives leadlng to (partlally causing) preferences.

This seems most likely in view of the presumed long-term development of
values and motives, and the measurement of attractiveness of incentives
which the trainee may never have experienced. This conclusion concern-
ing direction of association is clearer for the motivational variables
than for the previously discussed leadership climate variables. While
many incentive preferences were related to instructor consideration and
structuring, it is plausible that the (potentlal) availability and

it currently existg, as well as climate partly determining incentive

perceived value :gsyncentlves may influence perceptlons of climate as |,

preferences. That is, based on the present measurement methods, and the
nature of the variables involved, we can more,confidently conclude that
motives predict incentive attractiveness than that leadership climate
predicts incentive attractiveness, and that preferences are related to
both of these individual and training-environment parameters.

Incentive Feasibility

. Ld
-

‘ In addition to the reward value of incentives, a second basic facet
of the development of effectivenessicontingent incentive systems
involves the feasibility of administering incentives and making their
receipt contingent on training effectiveness. The present survey of

-
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Air Force frainees asked for two sets of contlnzencv Judgments: the
extent .to which incentives currently depend on effectiveness, and the
extent to which tbey could be administered contingent upon effective-
ness. The resulting mean instrumentality and feasibility estimates for
all incentives are listed in Table 21, The overall mean instrumentality
of training effectiveness for obtalnlng the incentives presented in
Questionnaire Form A was 3.39 on the 5-interval scale, with a standard
deviation of .9; for Form B, M = 3.29 and s.d. = .96. Thesé means fall
between the descriptions "being effective has nothing to do with obtain-
ing this outcome” and ”belng effective makes it easy to obtain this
outcome." .

~

For ease of comparison of these results with those for incentive
attractiveness, the incentives are listed in Table 21 in their descend-
ing order of rated attractiveness. The range of current instrumentality
values was quite restricted (2.86-3.81). Only four incentived fell - .
below the neutral point (3.0) of the scale, such that effectiveness was
perceived as detrimental to their attainment. These incentives were:
freedom from classroom exercises, meals at NCO club, party for top per-
formers, and special seatlng in classrooms. These incentives were also
in the lower part of the preference distribution, ranking 54th, 55th,
58th, and 62nd respectively, on the scale of rated attractivéness.
Incentives with highest instrumentality ratings (3.60-3.81) were the
following: college credit, being treated ds an individual, promotions,
not failing, ribbon, advanced instruction, encouragement, self-pacing,
commendation letter, merit ketter to loved ones, set learning goals,
help classmates, certlflcates, recognition and verbal praise. All of
these incentives were in the upper two-thirds of the rated attractive-
ness distribution. Those incentives in the upperhalf of the attractive-
ness distribution, but which were low in perceived instrumentality (3.3
or lower) were:  free phone calls, reduced squadron detail, coed
classes, explanations for orders, dorm ghoiece, and smoking and drinking
in class. Because of the scale descriptors; e.g., '"being effective
makes it easy to obtain this outcome," higher-instrumentality incentives
can: be inferred to be performance-contingent to some degree as well as
operative in §he current training sittation, though generally to a very-
slight degree. lone.of the incentives could be considered as currently
deliverable.in a systematic way, since none approached "certain' reeeipt
given effect1vene§s. -

'
~

Future feasibility estimates were somewhdt more dispersed with a
range on the S-point scale of 2.15-3,82. The mean for incentives on
Form A was 3.26 (s.d. = :¢96), and for incentives on Form B, M= 3.03 .
(s.d. = .20). Twenty-two incentives fell below the neutral point (3.0)
that indicated a 50-50 chanee that 1ncent1yes could be tied to perform-
ance. Among the more feasible incentives (3.5+) were; college credit, o
being treated as an individual, promotions, not failing, ribbon, oppor- f
tunity to/éfgss train, advanced instruction, encouragement, self-pacing,
commendation letter, letter of merit to loved ones, certificates, verbal
praise, and being recommended as a future instructor. As indicated by

the llstlng of moré instrumental and feasible incentives here, and by .

T , i
.""}l.’ ‘
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Table 21

Mean Incentive Feasihility as Perceived by Trainees

~

Current . Future
Instrumentality Feasibility
Incentive ) M sd M sd |
Choice of base assignment . J3h4h 1.13 s 3.4k 1.3 -
College credit : 3.72 1.07 3.77 . 1.18 .
~ Time off T < 3.48 1.03 3.3 1.29 R
. - Treated as individual : - 3.70 1.09 3.62  1.33
Phone calls 3.16 1.09 2.75 1.49 .
Reduced detail 3.22 1.16 2.98 1.32
Promotions 3.76 1.02 3.82 1.12
Early assignmeént notification 3.26 1.03 3.17 1.26
Information, civilian jobs 3.44 0,84 3.34 . 1.07
Coed classes 3.15 0.97 3.04 1.20
Choice of roommates 3.32 0.92 . 3.02 1.25
Not failing 3.81 1.21 2.71 1.25 4
Information, assignments . 3.33 0.96 3.11 ¢ 1.26
Riboon - 3.69 1.0k 3.63 1.5
Opportunity, cross-train +3.43 - 0.96 3.59 1.05
Relax curfew ‘ 3.37 0.94 3.25 1.17
Advanced inst~uction .- 3.61 0.92 3.59 1.09 -
Order explanation o ‘ 3.28 1.03 2.98 1.36
Encouragement 3.66 0.94% 3:75 <1.00
Dorm choice : ) 3.12 0.97 2.59 1.32 © .
Self pacing - 3.60 0.97 3.53 1.12
Being liked ©3.35 0.9% 3.11 1.2h4
Commendation letter - X 3.68 0.96 3.62 1.02
©  Merit letter to loved ones 3.64 0.% ~ 3.50 “17
_ Set learning goals N 3.60 0.94 T 3.h3 1.08
- Help c¢lassniates - : 3.64 * 0.85 3.4k 1.11
- Certificates - : 3.80 1.00 3.67 1.07
Interaction, instructor ‘ 3.47 .0.89 - 3.28 0.9
Recognition 3.69 ©+  1.00 3.49  1.16
Smoking, drinking 3.2k 1.03 3.18 1.21
. Suggestions’ implemented 3.39 0.88 3.07 1.07
. Information, strengths/weaknesse§ _____ - 3.30 0.98 - 3.27 1.11 ’
Field trips ‘ 3.22 0.96) 2.9 1.15
' .Being concerned for 3.35 0.95 2,% 1.25
Social interaction 3,19 0.88 2.79 1.13 .
Press -release home 3.47 0.86 3.20 1.17 ‘
Civilian clothes 3.00 0.98 2.79  1.37
- Eliminate involuntary cross-training 3.13 1.03 2.9 1.18
Excused from class 3.1kh 1.10 . 3.05 1.30
= . Verbal praise " 3.64 0.92 3.50 1.08
Social event ' 3.18 0.98 + 2.93 1.21

46
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Table 21 continued

) Current " Future
o ’ . Instrumentality Feasibility o
Incentive M sd M -sd )

Evaluate performance 3.20 0.95 3.03 1.14
Honor dorm - 3.29 ° 1.07 3.11c -1.23 *°. -
Help instructor |, 3.32 - 0.95 3.04 1.13
Pictures honor students 3.38 * 0.85 3.23 1.12
Freedom from supervision 3.12 1.05 2,91 *1.16
Influence over class 3.26 0.95 2.83 1.09
Future instructor 3.58 1.02 3.56. 1.18 ‘
Same~rank students 3.06 0.72 *«2.60 1.14
Display of work 3.13 0.83 2.95 1.03
Press release base . 3.09 0.74 2.69 1.17
Group "spokesman 3.3 0.92 3.1 - 1.25
Identity honor students 3.31 0.99 3.15 1.21
Freedom from exercises 2.99 0.92 2.74 1,16

»  NCO meals 2.86  0.84 2.15 1.16
Pictures improved students 3.19 0.91 2.86 1.22
Challenging work * 3.28 1.01 3.13 1.19
Party ] . 2.99 0.92 2.54 1.23
Pass~-fail 3.02 -0.91 2.66 1.21, ,
Teach a class 3.20 1.13 3.23 1.19 v
Rope recommendation 3.29 0.97 2.87 1.26%%
Special seating .2.93 0.85 2.49 1.07

49
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the scatterplot provided in Appendix G, perceptions of current instru-

mentality and future feas1b111ty were pogitively related. However, the

Teader should be cautioned about drrect- omparisons from Table 21 bf

. mean instrumentality and fea31b111ty ratlngs. Examination of the table -

. ' reveals- generally lower means.for future feasibility. However,. differ- -
“ences in the two response scales dictate different 1nterpretat10ns of
scores. For example, the neutral points‘imply a subjective instrumen- .
Yeality correlation of zero ahd a subjective feasibility probability of

~ ' .5; the negdtive end- -points are interpreted as instrumentality = -1.0

.and feasibility = zero. The verbal interpretations of these responges

differ accordingly. N o ) “

- There was substantial overlap between trainees® ratings of
N fedsibility and attractiveness. Correlations between rated attractive-
ess and feasibility,ranged from .02 to .36. Significant (p < 1) ’
attractiveness-feasibility relatlonshlps occurred for 43 of the 62
~ incentives. . .
Future incentive fea31b111ty wgs related, in a few instances, to
perceiVed classroom climate. To the ®xtent that trainees' described .
their instructors as more considerate on the IBDQ, they considered the
R follow1ng incentives more feasible:. helping classmates, smoking and
drinking in class, setting learning goals, being treated as an indi-
vidual, certlflcates, having suggestions \implemented, difficylt chal-
lenging work, helping the 1nstructor, social interaction, and being _
concerned fbr. Instructors' structuring behaviors were related only “to
the feasibility of partles and.haV1ng meals at the officers' club.

. "Instructor perceptions of incentive feasibility. Samples of , -
“instructors from each of the four bases completed a survey questionnaire
which was not as comprehensive as trainees'. Instructors were sampled .
* from the same specialty areas as trainees. A total of 64 imstructors
(half with Form A incentives, half with Form B) provided information on
.the future feasibility of incentives, leadership climate, and personal
background. The feasibility secti®n of the Juestionnaire was the same
as trainees'. The léadership climate measure involved the same items
‘ but a different set of instructiods. Whereas trainees described the
' frequency of actual behaviors of theif instructors, the instructors gave
Their opinions of the extent to which they thought they should engage in- Co

those behaviors. This Instructor ?zizgzy Questionnaire was adapted ftrom

the Leadership Opinion Questionnaire ogdill/and Coons, op. cit.) with
appropriate changes in wording for The training instructor leadership
position. “The background information yas similar to that’ provided by
trainees, except that ins®ructors were queried on tea¢hing experience
and awards and civilian vs. military status.

-

‘Instructor and trainee perceptions of the extent to which incen- - N
r . tives could be made to depend on effectiveness are compared in Table 22.
| Instructor and trainee agreement on this measure of. incentive féasibility
l was quite high. The rank order correlation“coefficient between trainee
| and instructor ratings was +.66, with N = 62’1ncent1ves. Generally,
!
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’ o C o Table 22 .

Mean Incentive“Fea§ibility as Perceived by Trainees and Instructors

a .
¥
\ - A

Trainees ¥ Instructors
; Incentive T - M " .sd M -~ sd
Choice of base assignment 344 1.31 ©3.62  1.10
College .credit ~ 3.77 1.18 4,00 0.78
. Tikme off | ‘ ’ 3.34 1.29 2.75 1.19
Treated as individual 3.62  1.33 k.21 1.10
‘ Phone calls 2.75 1.49 2,60 1.24
. Reduced detail ] 2.98 - 1.32 ’ 3.29 1.20 ,
* - Promotions i 3.82 1.12 3.80 l.22 .
_Barly assignment notification 3.17 1.26 - 3.70 - 1,07
N Information, civilian jobs > 3.3%  1.07 3.58 1.07
Coed-classes : ’ 3.04 1.20 2.78 1.20
, CHoice of roommates - 3.02 1.25 2.96 1.00 .
Nof failing 3.71 1.25 2.92 1.30 -
Information, assignments . o 3.11-  1.26 3.08 -1.13
Ribbon  * S . 3.63  1.15 3.52 0,97
‘Opportunity, cross-train 3.59 1.05 2.83  1.20
Relax curfew ¢ - Co . 3.25 1.17 2.58 1.1k
Advanced instruction - 3.59 1.09 3.46 1.06 v
Order explanation 2.98 1.36 3.32 1.25 .
Encouragement «3.75 1-.00 4.08 1.02
Dorm choice ' 2.59 1.32 3.05 1.12
Self pacing . . 3.53 1.12 3.52 1.16
Being liked ) 3.11 1.24 3.75 9.98
Commendation letter . ' 3.62 1.02 - 3.60, . 1.26
Merit letter to loved ones 3.50 1.17 3.21 1.18
- Set learning goals: T 3.43 1.08 - 3.0L 1.20
‘Help classiates . : 3.4 1,11 321 0.93
Certificates : 3.67 1.07 3:98 _1.17
Interdction, instructor 3.28 0.96 3.79 0.88 .
Recognition 3.49 1.16 4,28 0.85
Smoking, drinking 3.18 1.21 3.12 . 1.30
Suggestions implemented ) 3.07 1.07 - 3.28 0.85_
) -+ Information, strengths/weaknesses 3:27 1.11 3.27 1.20Q
. Field trips ,2.96 - 1.15 3.10 1.10
Being concerned for 2.92 1.25 347 1.08
Social interaction 2.79 1.13, 3.00 1.19
Y Press release home 3.20 1.17 2.71 1.0k
: Civilian clothes 2.79 - 1.37 1.92 1.10 °
Eliminate involuntary, cross-train 2.99 ., 1.18 2.97 1.15
Excused from clags 3.05 1.30. 3.05 1.15
Verbal praise . 3.50 1.08 3.58 1.10
i * Social event 2.93 l.21 2.21  1.06 ‘
. Evaluate performance 3.03 1.1h4 2.79 1.28




o ; ' " .Table 22 continued

Incentive

Honor dorm

Help instructor

Pictures honor students
Freedom from supervision
Influence over class’
‘Future instructor
Same-rank students
Display of work

Press tTelease base
Group ‘spokesman
Identity honor studenis:
Freedom from exercises

Instructors

OO FEFNEF O o
Fsaw\owr—'r\n—i

v

"~ PNCO meals

Pictures improved students
Challenging work .
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~instructor feasibili

assessments were lower than trainees' ratings.
e -instructors' patings were more than half a scale
ees' ratings were: time off, not failing, oppor-

Those incentives w
unit lower than trai

. _tunity to cross-trdin, relax curfew, press release to hometown paper,

wearing civilian clothes to class, social event, honor dorm, freedom
from instructor's supervision, freedom from classroom exercises, party
for top performers, and being able to teach a class. However, for some
incentives, particularly those connoting social behaviors, instructors'’
feasibility ratings exceeded trainees’. Incentlves for which instruc-
tors' ratings were half a scalg unit, or more, higher were: belng
treated as an ind1v1dual being liked and accepted, interacting with
1nstructor, recognition for achievements, being concerned for trainees
and early notification of base assigmment. It therefiore seems that
whére ‘feasibility discrepancies existed, instructors tended to view
classroom-activity and regulatory-administrative incentives as less
feasible, and interpersonally social incentives as more feasible, than

i

did technical trainees." . ,

Instructors perceptions of 1deal leadership climateé had a bearing

. .on their estimates of the feasibility of a limited number of incentives:

To the extent the instructor thought he should be cons:.derate, he con-
sidered extra instruction (r = .42), display of work (r = .38) and
treating people as individuals (r = .4O) as more feasible, and imples, .
menting suggestions (r = -.32) and.social events; (r = -.62) as less~
feasible. Normative perceptions of structuring behaviors correlated

, positively with the feasibility of coeducational classes (r = .40) and

negatively with self-pacing (r = -.41) and self-evaluation (r = -.h3)

D
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Secondary'Incentiue Analysis at Lowry Air Force Base

A follow-up study was conducted during the flrst phase of the
researct at Lowry AFB. It served the following purposes: (1) refine-
ment and further analysis of incentive characteristics; (2) examination
of* incentiveés and the training‘environment where an experimental incen-
tive system was most likely to be implemented; and (3) cross-base and’
training program comparisons of 1qgent1ve characterlsticsu

. ‘The researc approach was generally the same as that prev1ously
reported., Questipnnaires were administered to technical trainees®and
instructors, and structured conversations were conducted with instruc-
tors and cours€ administrators. In this phase of the study, one train-
ing course was intensively examined--the fundamental electronics course

in the avionics training department. Samples.consisted of 161 trainees .
and 38 1nstructors. . ‘ ‘ .
. ’ The content of ﬁhe questlonnalres differed in several respects from

those administered at the previous four bases. For both trainees and
1nstructors, only one form of the survey was used, since the number of
incentives studied was reduced from 62 to 27. The specific incentives
. and their manner of selection are described in detail in the following
sectlon. Th§~tra1nees' guestionnaire included four measures:
s
(1) Incentive attractiveness-rating method. This measure was the y

same as that included in the earlier questionnaire, thes T-interval o o
attractiveness rating scale for the 27 incentives. Incentlves were .
. randomly distributed on the questlonnalre so as not to be in order of N
» previously determlned aitractlmeness or feaslblllty

-

. ¢ (2) InCentlve attractiveness-dollar method. ‘The general: format of
. this measure was also the same as the earlier form, except that the
measfire was spli-t into three parts, containing 9 incentives each, with
$100 "to (distribute among each of the three.sets. Incentives were
. 2351gned to the three‘parts so as to equate the expected value across
parts’, based on mean dollar values attributed to those 1ncent1ves in the
: study of -the four other bases. Further, the range of attractiveness was
. - equally represented in the three parts by systematically assigning high,
' moderaﬁ%, and low attractiveness incentives to each form. Similar in-
centives (e g., Dress releases to base and home papers) were put on
different forms. The number of incentives for each distributive task
was reduced to make the task more feasible and the data more rellable.
(3) DeScrlptlon of social réinfdrcement activities. Trainees
. indicated their perceplions of the extent to which social reinforcement
’ behaviors actually did occur, gnd (normatlvely) should occur 1n train-
. ing. They responded on 5-interval frequency séales (never- always) on
*. fhe.'now" and "should" dimensions for 12.behavior items. These items _ ’
- represented -3ix bebaviors with trainee being the agent or re01p1ent of
the reinfdrcement (e.g., YSomeone gives encouragement to you;" and "You .
give encouragenent to someone else."). The other fiyve behaviors were:
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.being treated as an individual, praising achievemedts, demdhstrating s

1liking and acceptance, exercising influence over what go€s on in class,
and showing concern.

() Personal bacﬁground This modified form of ‘the earlier infor-
matioh form included: (a) sex, (b) race, adding the category "Mexican-
American," (¢) rank, (d) age, (e) years and months in Air Force, .

(£), current training course, (g) number of Weeks (instead of blocks) in
course, (h) training specialty, (i) volunteer status, (j) marital
status, (kJ nmumber of depgndents, (1) hometown, state, and population;
and (m) educations with a;dltlon of the category "junior high school
(grade 8)."

The instructors’ questﬁonnaire consisted of five measures:
(1) Incentive ‘feasibility. Ingstructors resporided on the previously

deseribed 5- 1nterval scale of the extent .(chance) that each of the .

27 incentives could be made to depend on trainee effectiveness. R

(2) Attitudes toward training instructor role. This measure
involved 12 opinion statements with five response categories ranging . .
from "strongly agree" to "strongly disagree." The items focused on : -
autonomy, rewards, administration burden, commitment to incentive .
systems and to experimentation in general, and Job satisfaction. -
(3) Instructor Opinion Questionnaire. This was the heasure of "
leadership climate administered in the same way at the other four bases.

(4) Personal background. This form was ‘also very similer fo the
earlier questionnaire with minorf adjustments in response categories. N

(5) Instructor incentives. Instructors responded on the 7-interval
attractiveness rating scale with reference to ten potential incentives
they might receive for participating in training research projects. Ten
additional scales were provided for respondent-generated incentives.
The incentives which wepesrated by all instructors Were: freedom from
some squadron detail, £ime off (e.g., pass), freedom from some adminis-
trative duties, choice of teaching shift, ability to partlcipate in a
ceritjque’ of the research project, certlficate for participation, social
event, freedom from policy changes during project; name posted as par-
tlcipant in training research, and participating in d801810n to continue
the, new training systan. ‘

The Lowry trainee and instructor questlonnalres are included in
this report as Appendlces H and I. . .. Ce

Incentives Analyzed in . Lowry Re- administration "
of the Survey

The reduction of the original set of 62 incentives to the 27 i
included in the Lowry electronics'training survey was based on a

. “
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combination of five Juﬁgmentalscrlterla. Some of these Judgments were
based on empirical data from the first survey; others involved group
detisions by the research team. . The five factors determlnlng incentive
selection were: (1) incentfve attractlveness, (2) agreement across
methods of attractiveness measurement (3) feasibility estimates from
instructors and trainees, (L) feaslblllty judgments of researchers and
Air Force sponsors, -and- (5) incentive redundancy. . <

The 30 rejected incentives-and the reasons for thelr regectlon are
displayed in Appendix J. The 27 incentives incorporated ‘in the second
survey are reported in Table 23, along with a summary of their scaling
characteristics from the first. survey. Many of the incentives were
changed relative to thelr original statement for example, "Being able
to choose the udiform you wear to class® 1nstead of "wearing civilian
clothes to class," and "serving as ¥ tutor in rémedial instruction”
instead of "helping dlassmates learn material.” These changes in word-
ing were intended to make them more specific and meaningful, to make
them more realistic in the mllltary training context, to pos31ny alter
the perceived attractiveness of some where wordlng.may have decreased
their value, and to Separate "compound" incentives such as "smoking and
drinking," and "time,off" into specific behaviors or outcomes such as.
smoking, drinking,'72 hour pass and 24 hour pass. In one instance, this

procedure was revexrsed by incorporating th ing of pictures and’.
names of honor,-and most improved, studentd into one incentive, "your
picture and name..," Finally, based on its successful utilization in

recent research (Pritchard, Von Bergen, and DelLeo, 1974), one new incen-
tive was added; i.e., a "walker's pass," or as phrased here, "Being able
to proceed at own pace (hot in formation) to and from class." For these
changes and @dditions, the original survey data were no longer descrip-
tively'applicable, as indicated by "N/A" in the table.* The incentives
in the questionnaire: included some of those w1th low as well as high
attractiveness and feasibility ratings so as to anchor both ends of the
distributions. s .

An additional ‘six social incentives were incorporated in- this
analysis, but’ not in the manner in whlch they had been considered in
the first questlonnarres. Giving encouragement treating others as
1nd1v1duals, recognizing others' achievements, showing liking ° .
acceptance, social interaction, 8howing concern, and influencing the
class were reconsidered as sbcial behavior bases upon which some incen-
tlves could be made contlngent, and they were inoluded in the” separate
measure of° act1V1ty frequency previopsly discussed,

To further investigate social leadership behav1ors operating in
the classroom, frainees and instrudtors. completed an additional ques-
tionnaire, the Leadership Behavior Form (Appendix K). This form con-
tained 1nstruct10ns to generate as many "eritical incidents" of
leadership behavior ag” posslble, using examples of social leadership
categories and specific’incidents developed by the researchers. The
six behavior categorles listed above were included, as well as "helplng
others solve problems," "increasing togetherness," "initiating

"3
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. ; Table 23
Summary Characterlstics of Incentlves Included * X °
. “in Second Survey at Lowry AFB .- . :
Rated Instructor
B Incentive . Attractiveness Feasibility
Having some choice in your permanent “6.46 v 3,62
- base assignment
v 72 hour pass ’ N/A - N/A o
, 2L hour pass . ’ ) .N/A N/A
’ Free 5-minute phone call to any location 6.21 2.60
* Reduced squadron details 6.09 3.29 | .
Promotion immediately after training 6.08 3.80 .
: Getting information about civilian ogeu- £.02 3.58 .
pations related to"your specialty .
. Getting further information about your 5.89 3.08 °
military assignment
Ribbon for outstandmg training ‘ 5.83 3.2
. performance
Getting extra advanced instruction 5.75 3.46
in.your specialty .
Having a letter of merit sent to' your 5.65 - . 3.21
family . ~ T
Y A certificate for class achievement . 5.51 3.98
*Being.able to smoke in class N/A N/A T
Being able to drink soda pop or .coffee - N/A N/A -
¢ in class
: Talk:.ng over your strengths and wea.k- 5.34 . 3.57
nesses with your instructor
Taking 4 field trip to a place &r other 5.32 3.10
training course of interest to you . s
Being able to choose the uniform you . 5.17 . 1.92
. . wear to class . .o
. Planning and attending a social evént . 5.07 2.21 .
. e 4 off base ¢ v - * . :
Being reccommondell as a fuwufe iusiructor 4.8y 3.21. .
Having your accenplishment noted in . 4,58 3.01 -
the base newsphper * . .
Having your accomplishment noted in T 5.18. 2.7
T, your hometown newspaper
Serving as a tutor in remedial . . 5.50 3.21
. instrugtion ) ‘ -
. Having your name and picture posted for N/A N/A : ;
- your class - -achievement .
Having the identity of honor students .51 o 3.40°
passed vo next duty instructor ’ .
L Having a choice of where you will eat .43 2.20
your meals ‘ * . {
Being selected as a rope ‘ 418 3.05 . |
Being allowed to proceed at cwm pace © N/A 3 N/A .
] . _ (not in foxmation) to and from class . . |
.t -
f » < - -
o 57 '
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friendships," "keeping a class moving toward goal accomplishment," etc.
Respondents wrote brief descriptions of positive (favorable) and nega-
tive social leadership incidents they had observed in technical train-
ing. Results and utilization of the leadership behavior elements of the
study will be discussed in a later section of this report.

»
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Results of Lowry Study

A

Sample Characteristics \

Individual characteristics of the éhmple of Lowry trainees are
summatized in Table 24. The differences between the Lowry trainees and
those sampled from the other four technical training bases were that
with the Lowry sample: (a) trainees were homogeneous with respect to
training course (electrohics); (b) a greater proportion of trainees were
married (40 percent of the sample); (c) more trainees had a college
education; and (d) fewer trainees had volunteered for their training
specialty (68 percent as contrasted with 81 percent from other bases).
These "differences can be seen by comparing the data in Tables 2 and 2k,

Pd

Table 2k

Characteristics of Lowry Trainee Sample (N = 161)

Varigble ° Frequency " *Percent
Sex: Male ' 161 100
Female . .0 - ! 0
Race: White Doakr 01
. Black .9 e ).
. Mexican-American Lo . 2
”  Rank: Airman * 1Lh . T 90 .
. Sergeant ’ . 15 .. <9
Experience: < 6 months . k2 ) 88 :
> 6 months ~ 19 .12
Volunteer: Yes . 109 - . 768
No 3 . .52 .3 o
Marital Single % .59
status: "Married 65 4o |
Divorced 1 1
Education: High school . e L8
Some college:. 4 Lé

Ccllege degree : 6 L

13 . 3 .

Incentive Attractiveness and Feasibility Y .-

The major resilts of the study of "incentive characteristics at
Lowry are presented in Table 25. This table gives the means ag@ N

A
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standard deviations of trainees' attractivengss assessments~and .
ipstructors' feasibility asstssments, along with corresponding means
obtained in the earlier four-base study. ¢

* ¥ A

Among the 27 incentives, 21 of whiéh could be compared across
studies, seven showed dlfferentlal attractlveness between Lowry and the
other bases. Three incentives'were viewed as 31gn1f1cantly more attrac-
tive by Lowry. electronics trainees: promotion (t = 3.77), choice of
where to eat meals (t 3.82), and passing honor—students' identity to
next instructor (t' = 3.67). Four incentives were rated as less attrac-
tive at Lowry: free phone call (t = 4.56), letter of merit to family
(t = 3.93), recommendation as future instructor (t = 2.73), and serving
as a tutor (t = 8.16). All of these differences, as determined by
& tests for mean differences in large samples (N in study 1 = 200, N at
wary 160), were 51gn1flcant beyond thé .01l level of confideﬁce.

These differences camnnot be unequivocally attributed to cross-study
differences, since the samples differed in several respects. . For
example, the greater attractiveness of promotions might be due to higher
education levels, and/or more trainees being married, and/or the nature
of their training program. Moreover, five of these seven incentives
1nvolved substantial changes in phrasing across survey administrations.
For example making promotions occur immediately after training may have
1ncreased the incentive value of promotions; specifying .2 tutorial .
service may have decreased the attractiveness of helplng classmates as

a general incentive. Of the two incentives for which wording was essen-
tially the same, one showed higher attractiveness (passing .on honor
students' identity) and one showed lower 1ncent1ve value at Lowry .
(fature instructor). ° . .

Five of the incentives varied in perceived feasibility across the
two studies. "Two'incentives were reported to be more feasibly tied to-
effectiveness by Lowry instructors: field trip (t = 2.41) and noting
acconiplishments in hometown papers (t = 2.30). Three incentives re-
ceived higher fegsibility ratings by instructors at the other four
bases: free phone calls (t = 2.11), rope recommendations (t = 2.29),
and ribbons for training performance (t = 2.33). Each of these differ--
ences, as determined by t-tests for mean differences in-small samples,
with 68 degrees of freedom (N from four bases = 32, N for Lowry = 38),
was significant at p < .05. Again, two of these changes might be
accounted for by differences in incentive wording. Field trips were
changed to include other training specialty locations as destinations,
and phone calls were specified as being to any location and of five
minutes' duratlon

-

It shodld‘also be noted that incentive attractiveness and feasi-
bility were not «highly interrelated. The rank-order correlation coeffi-
cient between trainees' attractiveness ratings and instructors!
feasibility ratings was +.:34 across the 27 incentives. With this
limited number of incentives, it was also the case that the rating and
dollar methods of incentive value determination genexaﬁea very high .

between-method agreement (rho = +.92).

_ 61 . )
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Mnstructor Attitudes, Incentive Feasibility, S s
and Instructor Incentives '

In assessing’ ingentive feasibility, the Lowry instructors provided
further information about their job attitudes and potential incentives
for instructors. Their extent of agreement with the 12 job opinion
statements is presented in Table 26. 1Instructors agreed most with
statements that incentives are Likely to improve trainees' morale and
performance, that their job is satisfying, and that they like to experi-
ment with new approaches. They responded with moderate disagreement to
statements reflecting instructor autonomy, reward possibilities, and
having too much administrative work. Among these attitude statements, .
the only two which were related to instructors’ overall job satisfaction
(last item) were autonomy in ‘teaching classes (r = .39, p < .05) and
having a variety of-job activities (r = .42, p < .01). It is also of
interest to note that: (1) while instructors did not feel they had too
muich administrative work (M = 2.89), they did indicate slight agreement - ' '
with having exeessive paperwork (M = 3.53); and (2) they indicated equal
degrees of belidf that incentives would favorably affect both the morale
and performance of trainees. . .

? —

[

. , Table 26 . -

Instructor Attitudes Toward Their Job

-
e

Opinion Statement Mean . sd .
Teaching autonomy. - - 2.76 1,26 ¢
Rewards for teaching well 2.45 1.06
Variety of activities . 3.10 1.03 '
Excessive paperwork 3.53 * 0.98 ‘.
Incentives improve morale - 4.08 0.85
+  Incentives improve performance h398 0.59:
. Too much administrative work 2.89 0.86
- Extra time with slower students 3.18 0.80
: Extra time with best ‘students 3.08 0.91
Like to experiment _3.66 0.75 ° .
Instructor's job is difficult 3.47 1.01 :
P Instructor's job is satisfying 3.8k 0.92

-

[

These instructor attitudes were, in.some instances, related to
their perceptions of the feasibility of typing incentives to trainees'’ ‘ .
_performance. Incentive feasibility was especially frequently related
to instructors' willingness to spend time with slower students. To the
extent ingtructors were willing to spend that extra time, they judged . .
the followgng incentives more feasible:® certificate for achievement

- .

»

With N = 38 imstructors, correlations of .31+ are significant at -
p < .05, and correlations of .0 + are significant at p < .01. e

- I3
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(r = .53), recommendation as future instructor (.35), 72-hour pass (.313,
reduced squadron details (.34), selection as a rope (.36), notlng
accomplishment in base paper (.31), posting names and pictur® (.L42),
passing on honor students' identity (.45), and noting accomPlishments in
hometown newspaper (.33). Further attitude correlates of fedsibility
included attitudes toward experimentation and ipncentive systems. Will-
ingness to experiment with new approaches was related to the feasibility

" of ribbons for performance (r = .40). To the extent intructors thought

incentives would improve morale, they viéwed the following incentives as
more feasible: reduced details (.37), ribbons (.36), talking over -
strengtis and weaknesses (.32), field trip (.32), and noting accomplish-
ments in home town paper (.32). The feasibility of the home town paper,
field trip, and certificate-incentives also carrelated with opinions
that incentives would improve performance (correlatlons of .51, .41, and
41, respectively). ThHe instructors' perceived job difficulty corre-
lated inversely with the feasibility of providing trainees with extra
information regarding military assigmnments. The instructor's dverall
satisfaction with his role was not related to 1ncent1ve feasibility

LY

Judgments. Ihus, 1n generaL, 1T seems tnat .LloeraI instructor attitudes
toward trying out new training approaches, and toward possible benefi-
cial effects of incentive systems, and toward commiting their time to
slow-learning trainees are closely related to their perceptions of the
feasibility of implementing particular training incentives.

3 ‘ »

Since instructar attitudes vary and participation in reseérch
involves some sacrifice on their part, .instructors were also queried
about potential incentives for them to participate. Table 27 lists
instructor incentives in their order of rated attractiveness. The
preference ordering shows a consistent pattern. The most attractive
incentives involved the instructor's duty role (choice of shift and time
off). 'Tgsse were followed in attractiveness by incentives denoting in-
fluence oVer the research project (critique, and participating in
decision to implement). Next in attractiveness were three incentives
involving freedom from administrative burdens. Incentives involving
individual recognition (certificdtes and posting partlclpants' “names)
were lower in attractlveness, and the least attractive incentive (which

_was neutral in attractiveness) was participation in a social event.

Interestingly, the degree to which instructors felt rewarded for
effective teaching was not related to incentive attractiveness. How-
ever, other opinion dimensions were associated with instructor, incentive
value. Perceptions of teaching autoncmy were negatively correlated with
the atfractiveness of having one's name posted (£ = -.45), being able
to critique the project (-.33), and receiving a certificate (-.31).
Beliefs that incentives were conducive to trainee morale and performance
were positively related to the value of certificates (r = .31 for the
morale statement, .35 for performance) and having one's name posted as a
participant (r = .45 and .47)., To the extent instructors were adminis-
tratively overworked, they Judged freedom from administrative burdens to
be attractive (r = hl) A general willingness to experiment with new
ideas was a particularly interesting correlate of instructor incentives.

-
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- Table 27

Attractiveness of Incentives to Instructors

E2

Incentive J Mean sd .
' Choice of teaching shift . 6.30 0.94

i Time off (e.g., ‘pass) 5.78 0.98 |
Critique research project 5.50 - 1.08 |
Partlclpate in decision on new system 5.47 0.89 |
Freedom from some squadron detail | 5.44 1.05 . |
Freedom from some administrative duties 5.35 0.95 - ‘
Freedom from. policy changes during project 5.34 1.07 ‘
Certificate for participation ‘ 4.89 0.95 . |
Name posted as participant 4,58 " 1.00 |
Social event , 4.32 1.03

* Such willingriess was negatively correlated- with the attractiveness of

reduced instructof squadron details (r = -.36), but pesitively related . |
to the value of participating in a critique ofythe project .(r = .35) |
and in the decjsion to implement its results (r = .37). 1In other words,
those instructors open to experimentation seem . more concerned with
direct involvement in that experlmentatlon than with personal extrinslc . ]
incentives to participate. -
- " The value of incentives to instructors was not related to their .

judgments that analogous incentives would be feasible for trainees.

That is, correlations between the attractiteness of reduced details for
instructors and #he feasibility of reduced detalls for trainees (and

- similarly for passes, certificates, posting nawes, and soc1al events) )
were ‘negligible. ‘ . . - -
. ' S i
Further Feasibility Judgments . i : * -

An additional subjective assessment of incentivé feasibility was
". obtained by asking the chief administrator of the electronics training

- course to indicate, wWith dichotomous "yes/no" responses, whether each of
the incentives would be administratively feasible to 1mplement in the
training curriculum. Those incentives which were Judged to encompass )
a _potentially detrimental impact on the” training branch were: getting .
extra advanced instruction in your specialty, being able' to smoke in
class,, and be1ng able to drink pop or coffee in class. The first incen-
tive was perceived to conflict with acceptable instructor supply and R
dananq ratios; the latter two incentives -would be impossible to 1mple-
ment in classrooms with sensitive electronics equipment.

-~

At this p01nt further feasibility judgments were rendered by the 4
research team, concernlng the implications of implementing. the incen- ]
tives contingent on classroom behavior. Rather than being continuously

6l -
Lo




available in a "token\ economy" system, several incentives were con-
sidered to be meaningfully deliverable only once during a training
course. These incentives were: promotion and certificate (to be
administered late in the course), some choice in Ygse assignment (to be .
administered early), information about military assignments, information

about related civilian occupations, letter of merit, and selection as a

rope. The field trip incentive was judged to be applicable to groups -

or classes as a whole, rather than to be available to specific indi- '
viduals. ’ R
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- Development QﬁoIncentiNe Systems?

The Basic Systems ‘ . )

—

The .development of social incentive systems emanating from the
research on characteristigs of incerntives involved two basic cofiponents,
delineating the system of incentive operation, and selecting the incen-
tives to be included in the system.

Four incentive systems were developed based on two critical
variables “which may affect the utility of incentives: the source of
their administration and the Dasis on which they are awarded. The four
incentive systems can be basically described as follows: -

Syéiem 1. 1Incentives are administered by the instrﬁctor
based on the individual trainée‘s_performancg,

System 2. 1Incentives are administered by the instructorzand
the class as a group based on the individual™s
performance, : ¢

.System 3. Incentives aré .administered by the instructor to
the individual based on the performance of the
" class as a group.

System 4. Incentives are administered by the instructor and
the class based on the performance of the class.

" The experimental variables incorporated in these systems; i.e.,
incentive administration and behayioral basis, were derived from pre-
vious evidence suggesting differential impacts. OQur review of the
literature provided tentative indications that basing rewards on group
performance may be efficacious in view of the. intervening processe§ of
cohesiveness development and helping others reach performance standards
(Raben, et al., 1973). That review, along with present data from four
Air Force technical training bases, also suggests that trainees nay
respond differentially to incentives administered by their instructor
(leader) and classmates (peer group).

-Behavioral Basis of Reinforcement

- -
The "distinction between individual- and group-per formance-based
reinforcement is relatively straightforward. Rewards are administered

2While the incentive systems proposed were not experimentally impf:-
mented, they are presented in outline form for future investigation by
the Human Resources Laboratory. Du& to several changes in approach,
the social incentives wyere eventually incorporated into a study of
classroom socidl leadership and its effects. The nature of that study
and attendant problems will be documented in the AFHRL-TR-75-11

-
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based on the individual's own performance, in terms of either an
absolute cut-off score or exceeding an individually predicted target
score (based; e.g., on his aptitude test scores), or the individual is
rewarded based on the gverall performance of his class. The proposed
systems included the absolute cut-off criterion and a minimal failure-
rate on the part of the class. Thus, for example, a trainee could be
rewarded in proportion to the number of points he scored above 7O on a
block (performance) exam, so long as.no more than ten percent of his
Erﬁssmates failed the test. To this point, the major criterion behavior
is, then, objective performance, as measured by standardized examina-
tlons. a .
The issue of administrative séuice generated the inclusion of
_multiple behavior bases for reinforcement. In addition to objective
block-exam performance, the trainee could be rewarded for his leadership
performance with a system of determining “leadership bonus points” to
supplement (but not replace) "performance points." The.varying source
of administration is operationalized in terms of whether the instructor
alone, or the instructor in concert with- classmates allocates the
leadership bonus points. In theix combination, ¥a ratio of 2:1 is pre-
served between perfbrmahce and leadership points, so that the former
behavior base is weighted twice as heavily in determinlng rewards. The
range of possible performance points .s 0-30 (based on test scores of
70-100). Previous data fTom electronics éourses indicated a mean test
score of 90. This would represent a mean of 20 performance points.
Thus we would éstablish a mean of 10 leadership points for a trainee
to earn. If class size were, for example, 10, then each student and the
instructor would distribute 100 leadership points among c¢lass members in
amounts ranging from O-15 points for any student. The average alloca- ,
tion a trainee receives from class members is then added to his
instructor-allocated points. .he average of these two scores (instruc-
tor and class) provides the final number of leadership points for '
trainees operating in the instructor and class conditions (systems 2
and 4). In the other systems, only the instructor assigns leadership .
points. Finally, if we assume the experimental systems to ineorporate
the first four blocks of the course, the total number of points an
wpindividual could earn would be 180: 30 x k& 1‘%20 performance points,
and 15 x 4 = 60 leadership points.

Since, unlike the performance points, leadership point determina-
tions involve subjective judgments, a study and experimental definition
of leadership behavior was accomplished’as part of the Phase I research
activities. The intent was to provide trainees and instructors with
behavior-obgervation reasons for assigning leadership status to the
trainees. The determination of relevant leadershlp behaviors capital-
ized on the analysis of social incentives in training and the genera-
tion, by trainees and instructors, of critical incidents of leadership
behavior. :

T ‘

Six social incentives, which had previously been considered as

potential rewards, were redesigned as social leadership bases for the
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determination of rewards and studied with the sample of Lowry electronics
trainees. Trainees indicated on 5-point scales (never-always) the fre-
quency with which these behaviors presently occur, and ideally should
occur, in their training program., The behaviors were ®lso studied with
the variation of the respondent-trainee as an initiator or recipient of
the leadership act. - .

Results Of this analysis are presented in Table 28. The mean
responses of trainees are indicative of several general conclusions.
(L) Social leadership behaviors are currently operative in the training
seétting, some (treating people as individuals and showing liking and
acceptance) with substantial regularity. (2) Trainees believe that .
social” leadership behaviors-should occur more frequently than they cur-
rently do; this result was consistent across the six behaviors.
(3) Trainees believe, to a slightly greater extent, that they should .
(and do) initiate the leadeéxship acts, than that they receive the act
from someone else. It should be noted that the exercise of influence
cannot be interpreted in the usual sense of the respondent as a target,
since the questionnaire items stated that the trainee influences class
activities, or someane else influences those activities.

Table 28

Trainée Perceptions of the Degree of Present and Ideal Occurrence
of Leadership Behaviors, with the Traipee as Agent
and Target of the Leadership Behavior

~ -

Trainee‘hs Agent . Trainee as Target

N . Present Ideal Present Tdeal
Behavior M sd M sd " M sd M sd
. £
Give encouragement 2.95 0.75 3.65 0:77 2.70 0.87 3.43 0.67
Treat as an - 4,16 0.76 u4.56 0.64 3.54 1,01 L.44 o0.71
individual , . . .

Praise achievements 3.11 0.71 3,60 0.74 2.69 0.93 3.28 0.78
Show liking, 3.65 0.67 3.8 0.77 3.43 0.70 3.54% 0.71
acceptance l ,
Exercise influence 3.16%0.87 3.31 0.82 2.89 0.99 3.29 0.82 ;o

Show concern 3.34 0.73 3.69 0.79 3.01 0.83 3.34 0.81

R

The derivation of critical leadership incidents supplemented these
categorical descriptions of classes of social behaviors and would pro-
vide instructors and trainees with exemplary objective markers for dis-
tributing leadership points, assuming, for the present, equal- importance
of the behavior classes in defining social- leadership. Examples of
incidents” for the leadership behavior classes are provided in Appendix K

a
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of this report. They, in fact, became the basis for a-Leadership
Recognition System implemented in Phase II of the research.

5

Incentives Available in the. Systems

&

°

Incentives for technical and leaég;ghip performance were selected’
on the basis of their characteristics, as determined in their identifi-
cation and analysis, and their manipulability within the context of the
proposed systems. These issues determined the pricing of incentives in
terms of the perfonnance/leadership points necessary to acquire them as
rewards. Considerations of incentive attractiveness, feasibility, fre-
quency of realistic receipt, and cost of implementation led to the -
proposed inclusion of 18 incentives .to be available in the systems'®
catalogs or menus. The proposed incentives and their values are pre-
sented in T'able 29. The incentives are listed in the order of their
attractiveness a3s assessed by the dollar method in the study of elec-
tronics trainees at Lowry AFB. Rating-method attractiveness values Zre
also presented and show a close ordinal correspondence to the dollar
values. The incentives are presented in five levels of value, as indi-
cated by the spacing between incentive clusters in the table., Within
each level, the incentives have the same behavioral-points value index-
ing their "price" or the number of exam/leadership points which must be
accumulated to receive those incentives. The price was generated by
multlplylng the median, within-level, dollar value of the incentives by
two. The incentive prices are thus tied directly to their psychological
reward value to the trainee and preserve several desirable elements of
the incentive systems. First, the prices of the lower-level incentives
guarantee that virtually every trainee can be rewarded. Even without

.leadership points, scoring 78 on an exam (or averaging 72 across

L tests) would qualify one for a reward. Second, the top-level incen-
tives are very costly in terms of both their system price and the imple-
mentation cost for the Air Force, and very few trainees are likely to
earn them. Moreover, since trainees must "stockpile" points over
blocks, they must consistently maintain high performance/leadership,
levels and must forego some lower-level incentives in the early training
blocks. Scorlng 90 on all four block exams, one would have to average
five leadership points per assessment to qualify, if he purchgsed no
other incentives along the way. . With perfect (100) exam scores and

10 leadership points per block, if the trainee opted for one of .these
top incentives, he could purchase only one other second-level, 3 third-
level, or 5 second-level incentives. In no case could a trainee obtain
both a promotion and choice in his base assignment. Third, half of the
incentives can be purchased only once in the system, and these "one-
shot" rewards occur at each price level. The rémaining incentives in
levels 2-5 can be acquired regularly throughout the time period of the
system. Recelpt of six of the nine one-shot incentives is also re-
served for the last training block due to their cost, or realistic
administration (of field trips, social events, certificates, and passing
honor students' identities to next instructor). Fourth, the preposed
systems incorporate incentives with motivational implications for recog-
nition, time-off and individual control, and social activities.

.
«
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The basic elements of the imcentive instructional systems would
involve examining performance and attitudes over four blocks of time
periods of the fundamental electronics course for trainees operating in
one of the Tour incentive systems. Incentives would be used to réin-
force both technical skill acquisition and the development of leadership
skills in training. Thus, the social aspect of the systems is included
both in the incentives and their behavioral contingencies. The major
emphasis is on social leadership behavior development, since such social
behaviors as "treating others as individuals" are difficult to conceptu-
alize as rewards. Rather, technical and social competence are viewed as
goals of an incentive system. The criterion measures for evaluation
would include block exam scores, performance ratings by instructors (see
Appendix L), and measures of trainees' attitudes (Appendix M). These
measures are discussed in more detail in the final research report,

AF}EL‘TR‘75'115



Summary and Conclusions

As the first phase of a research program to explore incentive
systems for the development and maintenance of social and learning be-
haviors in Air Force’technical training, potential rewards were identi-
fied and studied in the technical trainipg environments of five bases.
This preliminary research was designed to determine rewards which would
function as meaningful incentives for trainees to learn quickly and
competently, and to maintain favorable attitudes toward their roles,
and which'wou;q be feasible to implement in a'behavior-contingent reward
system. [Further, the study examined variables associated with the
organizational envirconment and ;the participants in the system, which
might affect the utility social reinforcement.

-

Sixty-two potential incentives were initially identified through
discussions with training personnel, intensive literature reviews, and
idea-generation by the research staff. Data pertinent to the character-
ization of the incentives was obtained through systematic questionnaire
administrations to 463 trainees and 102 training instructors at the five
. technical training bases in Texas (2), Louisiana, Illinois, and
Colorado. These administrations were phased so that initial investiga-
tion occurred at four bases, and a refined follow-up study was conducted
at the fifth base where an experimental incentive system would later be
‘implemented. , - M

The major results of the research and conclusions concerning train-
ing incentives can be summarized as follows:

(1) The perceived attractiveness or psychological reward value of
incentives varies greatly although very few are considered unattractive.
The range of variation is restricted to the neutral-to-extremely attrac-
tive portion of the rating measurement scale. In a very general way,
the more attractive incentives were those with direct impacts on the
trainee himself and his future career and with administrative cost im-
plications. The less attractive incentives involved public recognition
and identification with superiors. ) P

(2) Multiple methods of measuring incentive value showed substan-
tial agreement, especially when the number of incentives to be Judged
was not excessive. Anchoring attractiveness to dollér judgnments of
their relative worth incentives seems a plausible measurement technique
with subsets of ten or fewer incentives being described simultaneously
by the judge- '

(3) Factor analyses of incentive attractiveness ratings indicated
several dimensions or categories of incentives including rggognition as
the major factor in the present set of incentives, and secondary dimen-
sions of personal freedom, self-development, social behaviors, and
information-feedback.
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(4) Incentive value judgments can to some degree be predicted by
assessing the characteristics of potential recipients and their training
environment and background. Particularly strong and considtent corre-~
lates of incentive attractiveness included the trainees' sex, race,
marital status, and personal motives, and the leadership climate of his
immediate training environment. Incentives with direct implications for
social behavior reinforcement were more attractive to females. Black
trainees evidenced preferences for recognition-related incentives, while
white airmen preferred control and future career oriented rewards.
Married trainees viewed a diverse set of incentives as more attractive
than did single trainees. Incentive preference patterns were differen-
tiated by individual motives, especially recognition motives; motives to
exercise power, to affiliate, and engage in altruistic behaviors were
also related to preferences for incentives'which would facilitate
attainment of the respective motivational goals. Leddership climate
dimensions of consideration and initiation of structure were also re-
lated to preferences for many different incentives, although the basis
for these relationships might involve climate-related deprivation of
rewards which makes them salient, as well as incentive preferences being
fostered by a climate in which they would be effective motivational
stimuli. -’ - -

(5) The value of incentives depends in part upon the agent of their
administration. While several recognition-related rewards were more
highly valued when the instructor.serves as the reinforcing-agent, the
lack of reinforcing-agent differences for other social incentives sug-
gests that peer reinforcement may be an effective delivery component of
incentive systems stressing social reinforcement.

£ .
.

(6) Incentive feasibility, in terms of the extent to which they
could be implemented and tied to classroom effectiveness varied across
incentives with the majority being viewed as somewhat feasible. .
Trajnees' Judgments of feasibility were related in many instances to
their attractiveness ratings. Instructor-student agreement on incentive
feasibility was quite high. Instructors' judgments were related to
their attitudes toward experimentation in their jobs, their willingness
to spend time with students, and their general attitﬁdes toward incen-~
tives for learning. Instructors' job attitudes were also related to
their expression of preferences for instructor incentives to participate
in research. The instructors' feasibility judgments of a few incentives
were also associated with their perceptions of ideal instructor be-
haviors or leadership climate.

(7) Four experimental incentive systems were proposed with véari-
ations in the basis for reward (individual or class performance) and
source of incentive administration (instructor or instructor and peer
classmates). The systems were designed to reinforce technical learning
and social leadership behaviors, and include 18 incentives priced on the
basis of their attractiveness to trainees, feasibility Jjudgmerits of
instructors and training staff, and cost of implementation. Comparative
evaluations of system efficacy can be made with reference to resulting
performance (examinations, time taken in training) and frainee attitydes.

. N
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APPENDIX A
: ' SURVEY OF ATTITUDES AND OPINIONS OF °
AIR FORCE TECHNICAL TRAINEES--FORM A

For the next period you will be asked to complete eight (8) question-

naires contained in this booklet. The general purpose of this task is

to gather information about the opinions of people in Air Force tralnlng
programs concerning several aspects of the training environment and .
themselves. This is part of a research project being conducted. by The ’
Ohio State University and sponsored by the Air Force Human Resources
Laboratory. The project, will examine the motivation of personnel and
characteristics of the training setting with the goal of establishing
high performance in, and attitudes toward technical training. -

Specific instructions are provided for each of the eight (8) parts of

~ this booklet. Flease read them carefully before completirig the ques-

' tions in each part. If you have questions, feel free to ask the person
administering the booklet to you. This is a survey of opinions, not a
"test" of any sort with right and wrong answers. We are interested
only.in gour complete and honest opinions and judgments.

- Thank you for your cooperation and assistance

/

Mickadd T )

Michael T. Waod and

. " . "-‘..‘
R\M () [l
Richard J. Klimoski
Projectzg;rectors
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A PART 11X
In this part you are to consider the worth, to you, of each of several possible
outcores of performing well in training. Imagine that you have just received
$300, wHich is about a ronth's pay for an airman third-class. tow, you cannot
keep this money, but must spend it on "buying" from the list of outcomes bkelow,
Distribute the $300 arong the outcomes to indicate how much you would spend for
each, by placing an (exact) dollar amount on the line next to each outcome, You

may aseign anywhere from 0 to 300 dollars (including zero dollars) for any part-—
dcular outcome. There are only two restrictions: (I) The total numbers of dollars

you spend on all outcomes, must equal $300, and (2) Do not use cents or fractions

of a doliar. CcCheck on your total when you finish. Feel free to make changes as
you go, to make the total come out riaht. .

v
:

Verbal praise -

Ribbon for outstanding performance

Choice of permanent base assignment
Yiearing cavilian clothes to class ¢
. Opportunity to cross-train

Press release to hometown newspaper ) -

College credit for technical trainin ’
Relaxation of curfew restrictions

Co-ed classes T

Extra, advanced instruction

Time-off (additional leave tine)

Pictures and names of honor students posted
Ptggressing through course at own pace ‘

» Additional information concerning related civilian occupations
Interaction with instructor during class

)

|

.

\\‘d\‘
Display of completed work B T -

Peduced squadron detail
Special seating in classroomn
Frecdom from instructor's supervision \
Freedom from classroom.exercises
Being in honor doxmitory :
Being able to evaluate your own performance
Being able to help classmates learn material

Receiving encouragement
Smoking and drinking coffee and soda (pop) in class when possible
Being recommended as a future instructor
- Eeing able to set learning goals
Being treated as an individual
Choice of roomates ,
Scnding letter of merit to parents or loved ones N
Being taken to soie social event during duty.time
Being chosen as group spokesman

I

|

!

I

I

f

TOTAL" ™Please check)

I
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! PART VI
INSTRUCTOR BCHAVIOR DESCRIPTION

L
On this page 1s a list of itews that may be used to describe the behavior of your
training instructor. You are not asked to ¢valuate whethier the behavior is de-
sirable, but to indicate the exleont to which your instructor actually engages in

- the behavipr, Read each item. Decide whether vour instructor (n) hlvays, (B) Often,

(C)'Occasmnc:lly, (D) fe¢ldon, or (B} Never acts as described by the i1tem. Circle
one of the five letters fellowing the item to show the answer you have selected.

A=Always B=Often C=0Occasionally - D=Se 1dom L=Lever ,
1. He puts suggestions that are made by students into operation. . Ik%‘f "
2. He sces to it that students are working up to their limits. . . ABCDE )

3. . Hle makes students feel at case when talking withhim. . . . . . ABCDE

4. He insists that students follow standard vays of doing things in

everyde,tail..‘...................'.....I\BCDE
5. He is friendly and can be e.asily approached. . ., ., . .. . . .ABC Dr:'
6. He enphasizes meeting of deadlines. . ., . . + e s+ 4 4 o4 o ABCDTEL
7. He is willing tomake changesS: « v o v v o v v o ov v w e o oA B:C DL

8. He talks about how much should be donc. . . . . . e+ s e s s «o*ABCDEL

.y
. He stresses the importance of high morale among students. . . . ABC bE
10. He criticizes poor classwork, .-. h. L &Bé»DE -
11. He refuses to explain hic actions. . . . . . . . . . . . © e eRB coc v .
1‘2’.'He ruleswithgnironhané. *rt e e et v s, ABCDE, )
13. He sees that a student is rewarded for effective performance. , A B CbpE _‘ ¢
14. He insfsts that he be inforred on decisions made by students. . ABCDE 7.
15, Hciseas:ytounderstand......\...s.......:..\.ADCDE’ ) . !
16. He efx.phasizes‘the quantity of student accomplishments, . . ., ., A BCDE ‘ ‘
17. He eypresses. appreciation when one of us. perfarms well, ., . . . A B C DE -
18. He "needles" sotudcnts‘for greater effort . . . . 4 . .. ... .ABCDTEL “‘,.
19. e cl\ar;ges ctudents tasks without talking it c;ver with them. . . ARC D-D 5‘“
20. He as):s‘ for sacrifices.from stgdents? for good of entire class. . AECDFE .
21, He refus®s to give in vhen students di.saqree with h‘im. «+ + ¢« « sABCDF

¢
22. He tries out his new ideas. . . . . . . e e e e e ABCDE . *
23, He tries to lkeep students in good standing with thoze in higher ) o -
. authority..................'........r..AnCDD\ . .
24. He eficouraqes overtire study, . . . . . . ., e+ e e v e s e ABCDE -
. - : . o

"8(5 .. ;. B . - , Ve .




. ' PART VII
PERSOUAL VALUES QUESTIONNAIRE

. This queetlonnaxrc involves stat(_n;ents vhich express vhat may be considered as
" valued, or attractive, outcores in life, which individuals are riotivated to attain.
These staterents are arranged in groups of 4. You are to decide for each aroup,
the order of the statewents as to their relative attractiveness for you, That is,
you are to indicate the extent {o which you fecel motivated to obtain the state
described by cach statement. ¥ithin cach group of 4, write a '1" in the space jin
front of the most attractive‘statement ta you, a “2" in the space for the second |
wost attractive, a "3 for the third most attractive staterent, and a "4" for the |
statement in the group of the least attractiveness to you. Interpret the meaning X
s of each statement foxr vourself; do not worry over the fact that other people may !
|

t

give it different meanings. 1ndicate a comnlete rank order for ghe staterents in
each group. If you have trouble deciding the order of tuwo statements, make the

- best guess you can. Consider each group of statemcnts separately from cvery ’
other group. -

1. . Being active in helping other people ‘
Having a say in ho:i things arc done

Getting agong well with othexr people 4
Being recognized for my achicvements -

-

|
\
|
J
2. Getting along well with other people ‘
, . Being looked up to and respécted by others : . \
: Promoting the well-being of other people .
Exercising control over people, events and situations-

3

Exercising control over people, events and situations
Having many personal friends -

Being active in helping other people

Gaining acknowlt.ogment for my succesges in life

ky

.. . 4 Promoting the well—bei'ng of other people -
Gaining ackpovsledgment for mv successes in life '
Being liked and accepted by other pegple °

Having a say in hou things arc done '

.

ot

. S Having wany personal friends
Making sacrifices for the good of others' *
lHaving a say in how things are done

Being looked up to- and respected by others

.

-}

Prohoting the well-being of other people

Being recoynized for my achievements - -
Having influcnce over decisions and events that concern me -
Having many personal friends

, . 7 Gaining acknowledgzent for my successes in life )
. Getting along well with other people

Making sacrifices for the aqood of others

Having influcnce over decisions and events that concern me

. -

.

- ~

e 8. neing recognized for ny achicvements -
tﬂa).mg sacrifices for the good of others : "
. Pcinq liked and accepted by other peoole -

Exercising contyxol over people, cvents and situations

9._+ _Having influence over decisions and cvents that concern re

__Being liked and accepted by other people . . -
Baing ‘looked up to and respected by others X
. " Being active in helping other people . *
. - a " N - ¢ ’ “4.
L . N . - f — °
Q - ‘ . 85 - . 3
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B PART VIIX
py * - ‘\
Finally, ye would like sone personal.-background information about you. Please
- ansver each of the following qiéstions. All information you have provided will '
be held in strict confidence. Cnly the Ohio State researchers will analyze "th T
Yesponses and no individual can be identified in statistical sumraries presentked g
. in the research reports. Thank you for your cooperation in corpleting these
. questionnaires.
1. Your name ‘ |
- N |
2. Your sex (circle one) : Hale Female, . L ‘
3. Your age |
4. Your race (circle one} : Black thite Other (please specify) )
d . ]
S. Ygur_military rank f\ _ a
- X
6. How many years have you bee\x{/{n the Air Force? -}-{8‘ -
7. Arc you in the regular U.S. Air Force? Yes Ho -
If “no", with what service branch are you affiliated? .
' . . - A
. 8. twhat is your current specialty area in technical training? ¥ .
e ’ a. that course are yc- presently taking? /
b. In which block of the course are you now? il X
9. Did you volunteer’for this training specialty? Yes No
-
\ .
10. vhat training specialty would you ideally like to be in? )
. ) .
.11. Do you have any additior;al specialties from previous training? L .
. . * Yes (Specify) No .
12. what is your marital status? Single . Married Divorced__‘_widowed '
13. How many dependents (including wife and childxen) do you have?_
14. what is your previous education (check the highest level attained) 7 |
High School . b |
Some college : . - |
College Dearee (In what field? )
- Graduate Degree (In what field? ) )
1, .
* 15. Are you a rope or a class assistant? ' e .
16. that other military honors or distinctions do\«ou have? L if\
[N = - » ¢ 4
»
L4
< Any Comments or‘x_g‘_hesc Questionnaires (irite Below ~ Optional)
\/\.\ '
< . . L
-~ .
- a . ~

ERIC N '

b [
. . . a
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APPENDIX B

SURVEY OF ATTIT''DES AND COPINIONS OF
. AIR FORCE TECHNICAL TRAINEES--FORM B

4

For -the next period you will be ssked to complete eight (8) question-
, naires contained in this booklet. The general purpose of this task is
to gather information about the opinions of people in Air Force training
programs concerning several ¥3fects of the training environment and
themselves. This ig part of a research project being conducted by The
- Ohio State University and sponsored.by the Air Force Human Resources

Laboratory. The project will examine the motivation of personnel and
) characteristics of the training setting with the goal of establishing
. high performance in, and attitudes toward technical training.’

Specific ins*ructions are provided for each of the eight (8) parts of
this booklet. Please read then carefully before completing the ques-
tions in each part. If you have questions, feel free to ask the person
administering the booklet to you. This is a survey of opinions, not a
"test" of any sort with right and wrong answers. We are interested only
. in your complete and hohest opinions and judgments. g

. . Y
.

SR Thank you for your cooperation and agsistance.

<

| T MNedal T Wond
. ° !Michael T. Wood apd
. . ' @&ingdﬁ() f‘iik“aaiiﬁ

«Richard J. Klimoski
Project Directors
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PART II ' -

=}

In this part you are to consider the worth, to you, éf cach: of several possible
outcomes of performing wvell in trainina. Imaaine that you have just received
$300, which is about a rmonth's pay for an airmen third-class. tNow, you cannot
keep this roncy, but must spend it on "buying" from the list of ourcomes bclow.
Distribute the $300 among the outcomes to indiczte how ruch vou would spend for
each, by placing an {exact) dollar .amount on the line next to.each outcome. You
may assiqn anywhere from Q to 300 gdollars (1nclgd1ng Zero dollars) for any part-
icular outcome. There are only two res trictions: (1) The total numbers of dollars
you spend oh 211 outcores must equal $300, and (2) Do. not use cents or fractions
of a dollar. C}Eecg on your total vhen vou finish. Feel free to make changes as
you go, to make the total come out right. - .
Prowotions ; . )
' Certificates or diplomas
, ._Fliminating involuntary cross-training
Being excused from classroom training based on exams
Letter of comzendation in permanent records ' ’
, Being in a classroom with students of the same rank '
, ; Frec telephone calls home
Additional information codcerning military assignments
Plelo trips to location of tralmncv specialty
Identlty of honor students passed on to next block'instructor -
.o FParly notification of permanent base assignients .
) Party for top per.ormers
Influence over class routine
Eliminating nuwrerical or letter grades and having pass-fail
Having your suggestions implemented
- Receiving more difficult and challenging work
Rress releases to base newspaper
Pictures and names of most improved studbnts posted

F

Specific 1n£omation about your strengths and weaknesses
. Receiving an e\mlanatmn for orders
s Being tecognized for achievements .
‘Being liked and accepted . .
< Chozce of dormitory -
Being “abte to help the instructor -
- Social interaction
Being goncerned for
Not failing
» Being recommended for a "rope" ‘ K
Being allowed to take meals at NCO club \
Bedhg able to teach a class *
. TOTAL (Please check) ! )
. e ‘
< - " .o ‘
. .
. s .
» . v s
3 -
. 90 - ‘
: Q . ,
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‘o . PART VI
v INSTR CTOR ECHAVIOR DESCRIPTION

; On this page 1s a list of itlrs that may be used to describe the behavior of your
' ~€raining inctructor. You arc not asked to cvaluate vhether the behavior is de-

sirable, but to indicate the oxtcnt to vhich _your instructor actually enqade in
the behavior. Read cach item. Decide wheth®r vour instructor (A) Always', (B) Often,
(C) Occesional 1y, (D) cldom, or (L) Hcver acts as descraibed by the item.

Circle

one of the vae letters fo folloxlng the 1tcm to show the answer you have selected.

. A=AXways B=Often
l.\

C=Occaribnally D=Seldom E=llever

He puts sucgestions that are made by students into opcration.

2. He sees to it that students arc ‘working up to their limifs. .

. 3. He-makes students feel at case when talking with him. . . . .

.

4. He insists that students follow standard waye of Aning +hinge

every detail, . . . i 4 i i 6 e 6 e 0 e b e e e e e e e s

5. He is friendly and can be easily approached. . . . . . . .

[y

S
6. He emphasizes mecting of deadlineS... « « « « ¢ 4 o o & &

) ) 7. He is willing to make changes. « e.v o o o o o o o o o o

- 4 - N

8. He talks about hov much should be done., « « « « o « o o .
9. «He stresses the importance of high moralc among §tudent5-

10. Hd criticizes“boor ClassvorK. o « s o 4 o o 0 s w e w e s

11. He refuses to explain hisS actionS. « « o « « o o o « = « »

12. He rules vith ap ixon hande « « + v v v v o = o o o o o &

-

13. He sees that a student is rewarded for cffective performancc.

14. He insists that he be infurmed on decisions made by students,

<

15. He is easy to understand. .+ . ¢ . 4 . 0 4 e e 0. e e oo o

.

16. He emphasizes the quantity of student accomplishments. . . . .

. e

17.7 lle expresses appreciation vhen one of us performs well. .

1R. e "needles" students*for greater cffort « « « ¢ « o o o

19. lie changoa ctudents tasks without talking it over with them.

Y bl

20 e asks for sacrificec from students for good of entire class.

M e

, 2l., He refuses to give in when students disagree with him. . .

22, He tries out Nis new ideaS. o « o o o o & o 0 o 0 o o o .

. ¢

& 3
28. e tries to keep students in good atanding with those in higher

AULhOZIEY. v ¢ o v v o v v e e e e et e e e e e s

s,

™ .
‘ 24. e enocourages Oovertine StUdYe o o o o o 4 v 0 4 o4 . s
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PART VII
PCRSOMAL VALULS QULSTIOMNAIRE
LY
This questionnaire involves statements which cxpress what may be considered as o
valued, or attractive, outcomes in life, which individuals are notivated to attain.
These staterents are arranged in oroups of 4. You are to decide for cach oroun,
the order of the statements as to tieir yelative attractiveness _@L\m_q.—_’l‘hat is,
you are to indicate the extent to vhich you feel motivated to ohtasn the state
described by cach staterent. “Uithin cach group of 4, vrite a '1" in the space in
front of the most attractive staterent Lo you, a "2" in the space for the sccond
most attractive, a 3" for the third'most attractive Statement, and a "4" for the
statement in the groun of the least attructiveness to you. Interpret the mcaning
of each statcrent for vourself; do not worry over he fact that other pegple ray
give it different neanangs. Incdicate a comnlete rank order” for the staterents in
each grouwp. If you have trouwsle deciding thie order of two statemenis, make the

best guess you can. Consider each group of statements separately from every
kY

" other group.

» 1

Being attive in helpino other pecple
Having a say in how’thyngs are done - .
Cetting along well with other puonle
Being recognized for my achievements

« . >

N

Getting along well with other people o
Being looked up to and respected hy others
Proroting the well-being of other peonle
Exercising control over people, cvents and situations
Exercising control over people, events and situations™
Having %any personal friends
Being active in helning other people

°

W

@ Gaining acknowledgment for wy successes in 1ife
4. Promoting the well-being of other people

Gaining acknov‘ledgment for mv successés in life
Being liked and accebted by other people
Having a say in how things are done «

S Havang many perscnal friends

Making sacrifices for the good of others
_Having a say in how things are done M
Peing looked up to and respgcted by others *

o
.

Prcioting the well-being of othex people

Being recognized for ny achievements

Having influence over decisions and cevents that concern me
Having many personal friends ‘

~3

—_ _Gaining acknowledgment for my successes in life

Getting alonqg well with other people

Making sacrifices for thé cood of others

llaving influence over decisions and events that concern me

©

8. Being recognized for my achicverven)s

Paking sacrifices for the good of others

Being liked and accepted by other people "‘
Txercising control over people, events and situations

9 llaving ainfluence over decisions ang events that concern re

keing Jiked and aceepted by other people :
Ieing loohed vp Lo end resyccted by othexrs

Feing active jn helping othex people

ERIC 101
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/ PART VIII .

~

L ¢

Finally, wve vould like somg personal. background information about you. Please
ansver each of the folloving guestions. All information you have provided will
be held in strict confidence. Only the Ohio State researchers will analyze the
responses and no individual can be identified in statistical sumraries presented
in the rescorch reports. Thank you for your cooperation in completing these
questionnaires.

1. Your nare

o

. 2. Your sex (clircle one) : 1lale Female

3. Your age

. 4. Your race (circle one) : i)lackA 1hite Other (please specify)

5. Your military rank ¢ >t .
6. How many years have you been in the Air Force? .
7. BAre you in the regular U.S. A¥r Force? Yes Mo N P

iIf "no", with what service branch are you affiliated?

8. what is your current specialty area in technical training? .
a. that course are yo presently taking? . ’
b. In which block of the course are you now?

' 9. Did you volunteer for this training specialty? Yes No
~ LY . Y

10. What training specialty would you ideally like to be in?

11. Do you have any additional specialties from previous training

Yes (Spccify) ~ Mo -

12. what is your marital status? Single Married Divorced Widowed

13. How many dependents (including wife and children) do vou have? -

., 14. What is your prévious education (check the highest level attained) ? -
- High School ° . . * .
Some college R . o ’ N
¢ College Dedgrce (In what field? , ) -

Gyaduate Degree (In vhat field?> -k - ) ) . .

15. Arc you a rope or a class -assistant?

16. what othcr military honors or distinctions do you have?

v

Any Comments on These Questionnaires (lrite Below ~ Optional) ..

N

ERIC

N
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’ ' APPENDIX C =
.. SURVEY OF ATTITUDES AND OPINIONS OF " '
., ATR FORCE TECHNICAL INSTRUCTORS--FORM A S

- e * ¢

' Reseérchegs from The Ohio State University in conjunction with the Air
Force Human Résources Laboratory aie.cqnducting a project which will .
examine the motivation of personnel and the characteristics of the Air -
Force Training setting with the goal o% establishing high performance .
in and attitudes toward technical trai|ing. The major effort of the , | ¢
project will involve gathering information and opinions from trainees
in various, technical programs. However, because you, the instructor,
are a key person in the training environment, we would like your judg-
ments and opinion$ of the training situation. : ¢

-

fa

< We would like ¥ou to complete the questionnaires contained in this
booklet. Specific instructions are provided for each part. If you

have any questions feel free to ask the person administering the booklet
to you. This is a survey of opinions, not a test of any sort .where
there are right or wrong answers. We are interested only in your com- ‘
plete and honest opinions and judgments. ’

Thank you for &our c00peration.and assistance,

v

/}// “j’,“JJ’,C) ;’h‘ ,’/J] J'r‘,[\}

; X © Michael T. Vood and

, . s 'y 1)
‘L o : . N
1 Y ."Z/.:A',‘g\ ' l<//\/\//,la ")'/ . \
. Richard J. Kiimoski
. - Project Directors
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. PART II N .
INSTRUCTOR OPINION QUISTIONNAIRE L
* ¢

On tlie .following page is a list of items that may be used to describe your attitudes
and opinions of specific bchavaor that you, an instructor, may exhibit in the train-

ing situation. VYou are to indicate hou often you think You should engage in each

£ thc behaviors listed. Rcad cach item and circle tne letter that best reflects

our opinion. Dhecide vhethexr vou think you should (p) Alwavs, (D) Often, {cy occa-

sionally, (D) Seldom, oxr (E) licver act as described hy the item.

A

A=Alwvavs B=0ften C=_Occasic'ma11y pD=Seldom E=Never. - .
1. Put suggestions that arc made by students into operation. . . « .ABCDEL
2. See to it that students arc‘working. up to the~ir$1imits. &« + «.o.. +ABCDE
3. Make students feel at ease when talking withvou. « « « « « « « +ABCDE i
4. Insist that st:udo;\t:s follow s;t:andard ways of doing things i;x

every Getail. « « v ¢ ¢« 4 4 4 s 4 o 4 6o s o s e s o s s o o0 +ABCDE ,
5, Be friendly and can be cacily app;:oachgd. B I‘\ BDCDE
6. ,Empfxasize mecting of deadlineS. « o o o+ « o3¢ o o o s o s o o« «ABC DEP
7. Be willing to make changes. .« « ¢ o ¢ o v o ¢ o s o 0 W u e +.ABCDE
8. Talk about ho:'l much should be done. . . . . e o s s oo ¢+ +ABCDE
9. Stress the inportance of high morale among students. . . . .. . A B C DE
107 Criticize PoOr ¢lasSwork. « + o« o o o + o o o o +:% o o + o o« +ABCDE :
1. Refusetoexplainyogract:ions.................:ABCbE\ .
12. Rulc with andiron hand. « ¢« + « + o o« ¢ o o o ¢ + o s ¢« + o+ » sABCDE -
13. See thaca student is rewarded for effective perfoxmance. . . » + A B CD E;‘
14. Insist t:hat you be inform2d on decisions made by students. . . .-ABCDE
15. Be easy to undcrstand. « « o o o o o R IR I ABCDE
16. ﬁmphasize the quantity of student accemplishmentss « + + o ¢« o « ABCD I:
17.  Express appreciation when a student pc:;ioms well, .« v ¢« ¢+ . ABCDE
18. “Needle"!students .for great\er'effort.‘ v e+ eieetee...ABCDE .
19. Change s{.udents ,tasks without firs:t: talking it over with them. . .ABCDE
20, hAsk fo/sacrifices from students for good of entire class. . \ « ABCDE .
2. Refu?,éf to give in when svt:udent:s disagree with youe o 4 o 6 o o & ’A BCDEL
22. Try‘/!ou;:yournewideas. e 4 e s e s e s e e e e e e e e e .\. .ADBDCDE )

.

23. Tgy to keep students in good S‘ta;'ldihg with those in higher \

s
24. / Encourage overtime study. « « ¢ ¢ . 4 o 4 o s o v e e o s o 0o ABCDE

/

FULHOLEEY . « v o v o 4 o s o o v o o s o s s s o0 1 s s s s e s ABCDE
J . . X

°
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9. uhat are other specialties you have taught?

1l. How many dependents (including wife and children) do you have?

.

PART -I1X ‘

» u ’
,

Finally, we uould like some personal background mforﬂ.atlon about you. Please
answer each of the folleving aucctlonq All information you have provided will
be held in strict confldé\pe. Only the Ohio State researchers will analyze the
responses and no individual can be idealified in statistfcal surmaries presented
in the‘resi%z:ch reports. Thank you for your cooperatioNn completing these

questionnaikd:s, .
1, _Yanr pdsg. ?g T % = Y o .
- . ’_’\

2. Your sex (Circle one) lale Female

3. Your age \ ¢

f
‘ N

4. Your race (Circle one) Black %hite Other (Pleese soecxfy)

5. status: Civiliaw If civilian, were you cver in the military . If
es, were you a technifal instructor

© Xf yes, what wag your highost rank

Military If military, whzt is youxr rank C

6. How many.years have you been in the Air Force?
How many years have you been teaching ¥ *

Y

7. Vhat is your current specialfy arez in teéchnical training?

a. that is the course you gre presently tczgichi\nq

b. Block(s) presently teaching . -t

\ |

8. Wnat teaching specialty wopld, you ideally like to be in? -
< -

10. What is your marital status? Single Married Divorced Widowed

)‘

12. what is your previous education {(check the highest level attained)o v
Hich School "
Some college . .
College Pegree In what field
Graduate Degree In what field i

13. Have you ever been given an award or specifically corvmended for youx
teaching?

Any Coreents en Thege Questionnaires (Write Below - Optional)

: -

.
“

"‘_\ : IS
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APPENDIX D

SURVEY OF ATTITUDES AND OPINIONS OF
AIR FORCE TECHNICAL INSTRUCTORS--FORM B

Researchers from The Ohio State University in conjunction with the Air
Force Human Resources Laboratory arg conducting a project wﬁiph will
examine the motivation of personnel and the characteristics of the Air
Force Training setting with the goal of establishing high performance
in and attitudes toward technical training. The major effort of the
project will involve gathering information and opinions from trainees
in various technical programs. However, because you, the instructor,
are a key person in the training environment, we woéuld like your judg- ”
ments -and opinions of the training situation.
We would like you to complete the questionnaires contained in this
booklet. Specific instructions are provided for each part. If.you
have any questlons'feel free to ask the person administelring the booklet
to you. This is a survey of opiniagns, not a test of any sort where
/ there are right or wrong answers. We are interested only in your com-
(j Ylete and honest opinions and judgments.

-

Thank you for your cooperation and assistance. !

. M1 i) T 1o

Michael T. Wood and

. R 0ol ] (e 2
Richard J. Klimoski
o Project Directors

Ll



) . SSBTD IDA0
7 B ] ] *szeuacyzed dox 203 uumm

*3uUdLUBISST T5TC 3US
-Iad jyo uojjeSIITIOU Ay

et fms
»

-

—
[

T { ’ ] 1 1 7© - ¢ - - - -30300335u
o ' ¥20Tq 3IXdU ©3 uo pacssd
. ' sjudpnls Jouoy jo X3TIUIPX
N ) ) ) ] ] 1* - cA3rerdsds fujuteas f
Y . . 3o uor3@dol 03 sdTI3 FIO1IJ .
) VK ] " ] ) o+ ¢ ¢ s ¢ csjuszubStsse '
T ATe3TTTu BUTUIPOUCO '
' M ' . UOT3LUIOIUT FOUCTIIIISY
: ] ] ] k Jowoy ST auwoydolls ooxd
] = ] . ] ] ] °uex 2ILSs 20 SIUDINIS3
- YITHA WOOISSRTD ° U buUYoy
)] ] ol ) } © © :s3X9001 jue guzaxcd )
. . ’ ) UF UOTILPUSCIOD JO 133397 b
Tl ] 1 ; ] - N R A -4 -2 ) g
. uo paseq SuTUTTI} Wocx o -
. . < \\ ¢ ~-SgeYd woxY poosnoxo fursa ~
/7 \ ] : ] ] ]° ¢ * ° cBUTUTEIZ-5ICID .
: R Lreguagoaut BuTLTULTIA
~ I} e 1 - ] 1 * *EmOTATP 20 IITITITIZED
. v ] ] . ] ) ] N T TXURT UY  yorjouoxd
- m.icw»auvw 15 ~ SSOUUATI3D0:30 - SSoUTATIOVIIE  SSOULATIDOZ3I |, SSOUSATIIONIZS w0230 .
o Fuspuzdep u2 juspuadcp uo JuapLadsy o juopusdep ~L0 ILDRUSESD ) e
apra aq w?oU apeu 3q PINOd opeu o PTA0d  onTEA O PIRED opeul 23 plIaC N ¥
JJ003NO STUI 2wOd3N0 STYI 20230 STIYY ° SUOO3NO STYY . SWOSINO ST
N 3RY) UTLRIIOD 3oy} 2oLeyYd T3 0§ - 0S JOUY EdURYD Joyy AsuTYD
ST 3I buoa3zt e sY - @IV SOOUTYD .. IIzus » o3 ou sT 3ISYL .
T axsyy o oYy © aasuy . .
~uoTUTdO INOA S3IDITIBX IS Jn..&u soeds oY3 UT X UL 2DLI4  co.n03300 ydTe 03 I
ateos Teyoods oyl uo jusnEpnl xmof bHutiazw wb STU3 Op JLveld sowenIcIIod WCOISSEID IAT309330 Ic3ze Iq000 03
SpTw ©4 PINOD SL0O3INO YL ICYR ﬁOUﬁﬁﬂMMﬁ fey3usyod oYz ITDTSUOD PINOYS NOL ‘ST 3Rur  CHUTUTRII UT AY&AT335239
*putazoyicd Uo DUSASD O3 Jred 5Q DInOD SNODING UO®d YSTus €3 O350 oyy 30 IUSuUSERl Inod 'oyTl pINOs Tfi CUSTACARTS
| . m:ﬂcauu\n Ut frea Sunpizciasd jo mObouuno OTQTSSOd TEX2ASCT JO 3ISTT 2 S3URSPAIE JOTHOO] SYI JO UOTIVVS ISITIT STUL .
: R G 24 £ S 8 T
. ; ) R
r » ' - M

IC

-
L4
-
.
L)
A FuiText provided by Eric

O
E



")is sseT> yoesy o3 o1qe burag

]ttt ottt C¢RId olu 3®
sTraw 9xg3 03 vmuoﬂﬂm burag

~

R

: Cmnvtr:

® 303 pspuosessdl fursg

]+ c 7t - c cbwrtres 3o

.+ +J03 pauxsOU0OD Surad

£ . - -uoTIORIDIUT ﬂm«oom

b ' R TN

e%e <+ + « - -JO3DRIQS
8 mam: 03 SIGR mv.r

c o cAI0STHICY 3O 35101
pvm dasooe pue pavrl Suts

]
1 * ° * *pljuUTICASTLOR
z03 pozTuScoax sdreg

uoooooo

€I0P=0 123
voTIeUETCNa Uz BuTNTIOY

J* ° c ° t ° "sS2osSIuylIM
vnw‘nzumro>uq ol
3n0Qe UOTITUIOIUT

.
3 T35S

Jpaiscd 3uTEnls ccbOu(ra
3sow JO stuel

S
| .ncmump
b

aseq o3 sSas2VIT

T° -xaom ButbusTeY> DUz
3TN3TIITD OICW SUTATIOTY

] ¢ peRUSLSYCEIT
suoTasebbas 1ok glrraey

4

J+ + + *1T1e3-ssed Suzazy
pue .sapexd I83351
zo0 Teojzounu HUTITUTIATIA

“

mwocmmwuuoumo
' uo USpUIIEP
opew o4 pPYnod
JWOO3INO STYI
Jeyy uTe3IIBd
ST 31

SSOUSATIOT IO
uo u:ownwuow.
apea aq pInod
TUECIINO masu\\‘ uosaNe STYY

SCOUCAT300339
uo 3uapuoIop
apeu ©f pInod

3Beu3 0§ ~ 0§
oxe saoueyd

3By} ooueyd

broxis © ST it
//QHO&H. ] aylL

SS3UDATIDDIID
ud juspuadsp
apewt aq pPInhoD
3WOO3N0 ST
3ey} souRyd
ITeUsS @ ST

. s3I0yl

SS0UGAT3DD339
uo UTHusAP
cpRu sq PINOD
532300 STYSS
Jey: 9duTYD
ou ST 239yl

’

+ ¢ sp3nuUTILOD G ~ T LI¥d

.

2200300

Aruitoxt provided by Eic:

E ©




On the folloving page is a list of items that n
and opinions of specific behavior that you, an instructor, may exhibit in the train-
S ' ing situation. You are to indicate how often you think you should cngage in' ecach

of the behaviors listed.

PART IX
INSTRUCTOR OPINION QULSTIONNAIRE

N ’

sionally, (D) Seldom, or (E) Wever act as described by the item.

" A=hnlwavs B=0ften C=Occasionally D=Seldom E=Never

R 1. Put suggestions that are made by students into operation. . . . . A

. 2. See to it that Students are working up to their limits. . . . . . A

. 3. Make students feel at ease when talking with you. . « o ¢ « o* 0 A

4. Insist that students follow standard ways of doing things in

- everydetail...........................A

5. Be friendly and can be eacily approached. . « « « « o ¢ o o o o A

6. Enphasize meeting of deadlines® . . « ¢ ¢ « o o o o o e’e o o o A

7. Be willing to make changes. .. « « « « ¢ o ¢ o o o o 0 o o o o s « A

8. Talk about how much should be done. « + + ¢ o ¢ o s o » o o o o + B

9, Stress the importe;nce of high morale among students. . « + + .. A

) 10. Criticize poor classviorke « « + o« o+ N IR IR « + A

. 11. Refuse to explain your actions. « « « « o + ¢ o o o o o o o 0 . A

12. Rulewithanironhand._.:. O S Ce e o o A

13. See tnat & student is rewarded for effective perfor;napce. e o ¢« oA

14. Insist.that you be informed on d;cisions made by students. . .w « N

15. Be.easy£ounderstand._. R ST

16. Ewphasize the quantity of student accgmplispments. e o s o e o o+ A

17. Express appreciation when a student performs wells o . e o « JA

. 18. “Needle" students for greater eff:n:t. t e o e s e e s e e e e e A

19. Change students t;asks smithout first talking it over with tl.xem. N

. 20. MAsk for sacrifices from students for good of entirc class. . . . A

, 21. Refuse to give in when students. disagree with you. . « + ¢ + o « A

R 22, szoutyournewic.ieas...................:....A

, 23. Try tb keep students in ¢ood Stn;’\ding with those in higher
QUENOZILY. o o o o o 4 o o o s o o o s o oo 2 e o s o0 s oo D
N 24, Encourage overtime SLUdY. o o ¢ 0 a0 0 e 0 0 0w eee v e 0 e e e A
5 : 197 :

ERIC * T 114
. el i

ay be used to describe your attitudes

Read each item and circle the letter that best reflects
- your opinion. Decide whether You think you should (7A) Alwavs,- (B) Often, (C) Occa-"

£

BCDEL

BCDE

BCDE

BCDE

pCDE

BCDE

BCDE



10.

12.

13.

Aruitoxt provided by Eic:

PART 11X

Finally, w2 would like some personal background information about you.
answer cach of the following questions.
be held in strict confidence.

All information you have provided will
Only the Ohio State rescarchers will analyze the
responses and no individual can be adentificd in statistical surnaries presented

‘ in the ecearch reports. Thank you for your ccoperation in coapleting these
. ' questionnaires. )
. 1. Xoui-ndne— ?( _)( KQ( - 4
’ 2. Your sex (Circle one) rale Female
3. Your age
4. Your race (Circle one) _Black white lOther ﬁ(»Pleasc specify)

Status: Civilian If civiliah, vere you cver in the military
£yos,; vere you a technical instructer

T£

If yes, what was your highest rank

Military If military, what is your ramk

Hiow muny vears have you been in the Ahir Foxée?

How many years have you bsen tcaching

. R . .
What is your current specialty area in technical training?

a. Uhat is the course you ayxe presently teaching

b. Block(s) presently teaching d ,

(4

What teaching specialty would you ideally like to be in? ,

k4 .

What are other spegialties you have taught?

what is your mavrital status? Sir{gle - Married Diwvgrced Widowed
. 2 . .

[, ——
.

Héxv‘nudny dependents (including wife and children) do you have?

ihat is your previous education (check the hicghest level attained)
High School ’
Some college

Golleae Degree In vhat field A

O

Graduate Degrec In)what field

- . v
Have you ever bcen given an awaxd or specifically cormmended for your

teaching? : *

. -

hAny Comments _on These Qucstionnaires (Write Below - Optional)

- e

. [

4
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) APPENDIX F -

AGREEMENT CORRELATIONS BETWEEN RATING AND DOLLAR METHODS ‘
<t OF ASSESSING INCENTIVE ATTRACTIVENESS
Incentive - Correlation Rating Dollar ~
» Verbal praise .12 21 1
Choice of base ; .10 19 16
Opportunity to cross-train .23 1l 15.
College credit ’ .27 3 4 !
. Coed classes .25 3 1k .
Time off .22 11 8
Self pacing i .23 5 18 .
Interaction with instructor .03 31 31 L a
. Reduced squadron detail . .16 _ 17 23 .
Freedom from supervision .19 10 .23,
Honor dorm .3k 4 0
. Help classmates 27 10 1 . .
Smoking end drinking in class 27 0 ) 19 e .
Ribbon ' .20 16 , 1
Civilian clothes .35 ) 0. L
Press release hometown paper .24 12 1
Relex curfew : a3 27 2k
Advanced instruction ' -~ .00 31 - 31
Pictures honor students i .30 I 0
Information, civiliaen jobs . .18 ‘ 12 22
Display completed work .03 31 31
Special seating in class . .20 A k
Freedom from clsss ,ekercises .20 ¢ - T 22
Evaluate own performance .19 9 22 ¢
Receiving encouragement .18 21 17
- Choice of roommates .19 17 20
: Future instructor - .26 ’ T 13
Set learning goasls .10 e 2k
Treated as an individual . 1o 18 15
Lettex of merit to loved ones - 21 , 16 15 . . -
Social event .14 20 19 :
_Group spokesman ‘ .23 10 " 18 .
Promotions . 27 2 - 0 - . - .
Certificates . ©.31 6 0 )
Fliminaté involuntary cross-train - .20 5 0
’ Excused from class based on exam .32 0 0
Letter of .commendation .21 20 [ B
Seme rank students . .08 25 L
’ Phoné cells L .22 10 0.
. Information, military assignments A7 ¢ 2k 3 '
Field trips .32 2 0 .
Identity of honor stpdents passed on .24 13 1l
Early assignment notification .13 25 5. -
LI Party for top performers AT 17 0 ,
Influence over class ' .22 . 2 .
Pasg-fail prades 22 . 0 0 .
. Havinpg sugresctions implemented .13 22 5
*  Challenging vork 37 -0 Y .
tress release Lase paper ' 23 18 ~> 1
_Pictures faproved students ‘ .10 2y 9
111 \ . ’
O .. -
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Information, strengths/weaknesses
Explanation for orders
Recognition

Being liked and accepted

Dorm choice

Help instructor

Social interaction

Being concerned for

Not failing
Recommended for rope

Teach a class

Correlation

18
27
16
18
.32
26
.19
21
.20
35
2h
28"

L

Rote: The'ratirgg end @ollar columns refer to the number of vithin-method
correlations that were higher than the between methods correlation
Higher numbers indicate lower rconstruct validity.
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APPENDIX G
FACTOR ANALYSES OF INCENTIVE ATTRACTIVENESS RATINGS ° o

Table G=1 SR

- Factor Ma%rix for Form A Incentives

! T . Factors I
Incentive i I II III Iv V VI VII VIII X
b, Verbal Praise, hel . .
5. Choice base assmt ) ) Lo ) o
6. Cross-train . ' L=
7. College credit - .. ’ ’ 85 ’
8. Co-ed.classes P ° _ 3k
. 9. Time-off L : ' 40 - :
10.- Psogress own pace ' ) Th §
11. Interaction with instructor ) 67 5
12. Reduced detail . 34 [ : v
13. Freedom supervision 51
14. Honor dorms 42 58
15. Help classmates 36 : ‘ - .
16. Smoking, coffee ; 39 .
17. Ribbons + 5k . ‘ ] ’
18. Civilian tlothes  * 54
19. Press release homg 63
20. Curfew ) - L8 T . ‘Z\F -
_21. Advanced instruction . 46 ! A
22. Honor pictured ) 47 36 . ) .
23. Information, civil jobs ‘ L2 . P
24, Display work Ly )
25. Seating 61
26. Freedom exercises 6l .
27. Evaluate own perf . b1 : -
28. Receive encouragement 55 . 41
29. Choice of roommates o
30. Future instructor L2
31. Set learning goals 6l N
32. Treated individual . 53
33. Letter of merit . 8k
3L4. Social event '
35. Group spokesman 8L b . 0

Note: Loadings less than .40 are omitted, as are decimal points.
Means and standard deviations for the incentive attractiveness ratings
are shown in Table 3 in the text.-

P

B3

113
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Table G-2

=]

°

Factor Matrix for Form B Incentives

Incentive

4. Promotion .
5. Certificates
6. Eliminate cross-training
7. Excused from class

. Q; Letter commendation

“ 9. Same rapk class .
10. Pree phone calls home
11. Info, military jobs
12, Field trips

13. Honor identity

1k, Permanent base

15, Party, top perf.

16. Influence class’

17. Pass-fail grades

18. Suggestions

19, Challenging work

20. Press release, base
21. *Improved pictures

22, Info. strengths

23. Explanation for orders
2L, Recognition for achieve
25. Liked and accepted

26, Choice of dorm

27, Help instructor

28. Social interaction

29. Being concerned for
30. Not failing

 31. Recommended for "rope"
32. Meals at NCO club

33. Teach a class

Note:

Loadings less than .40 are omitted, as are decimal p01nts.

|

/

I II III Iv V VI VII VIII XI

k5
36
Lo
68
39
032
4s 32
79
58 35
48" 52 -
b
73"
' 68

52

69

Table 3 for means and standard deviations.

114

+

lio

Factors =

-35
. .54
60 .
37 B
e .
)+9 %,
71
36
34 )
55
, 50
60

See

2




APPENDIX H

ATR FORCE TECHNICAL STUDENTS' ATTITUDES °
AND OPINIONS: LOWRY SURVEY
!

' This set of questionnaires asks for your opinions on several
topics concerning your life in Air Force technical training. This
information is being collected as part of a study which is ‘examining
various ways of improving the training situation in technical schoolv«
The gtudy is being conducted by researchers at The Ohio State University
and is sponsored by the Air “Force Human Resources Laboratory. Please
read the instructions carefully before doing egch part. This informa-
tion'will be confidential and seen only by the Ohio State research
staff. It is also anonymous , and individuals will not be identified in
statistical summaries of the data. Thank you for your cooperation.
Turn the page and begin. If you have questions about what is wanted,
ask the person administering these forms.

~

Milton D, Hakel
Michael T..Wood
Richard J. Klimoski

-

Project Directors
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T Part~ITa . T

|
|
|
l
|
P >
. »
in this part you are to consider the worth, to you, of several possible outcomes
e s, of perfcrming well in training. Imagine that you have ﬂx‘st received $‘00 which
v . 1s about a third of a month's airman's pay. Now, you cahnot keep this mo monéy,
tut must spend it on “buying” from the list of outcomes below. Distribute the
$100 among the outcomes to indicate how much you would spend for each, by placing
an, (exact) doller amount on the line next to each outcome. You may ass}gn any-
where from 0 to 100 dollars for any particular outcome. There are only two
restrictions: {1) the total number of dollars you spend on all outcomes must
equal $100, and (2) do not use cents or fractions of,a dollar. Check your total ,
. vhen you finish. Feel free témeke changes as you go, to make the total come ’
out right. ’ . “. :
M ¢ " Dollars Outcome .
——— 3
‘ Promotion immediately aftetr training
Having a choice of where you will eat your meals
. ’ 72-hour pass - ” ’ ' .
« Having jour accomplishment noted in the base newspaper
) Having the identity of honor students passed to next duty, )
- instructor .
. ’ Reduced squadron details )
) - Serving as a tutor in remedial instruction-
Being able to smoke in class . W .
. Taking a "field trip" to 8 place or other training course
- _— of interest to you s
Y

. 100 Total dollers spent

"




D, S ox k¥
= Part=¥1v =

Assure you have another $100. Please do the same thing you did on the
last page, &nd distribute this $100 among the following outcomes.

- Dollars Outcome

2

Having some choice in your permanent base assignment

.

Being selected as a "rope"

Talking ‘over your strengths and weaknesses with your
instructor

9
Planning and attending a social event off base
Having your accomplishment noted in your hometown newspaper
Getting extra advanced instruction in your specialty

- Having your name &nd picture posted for your class
achievement

Béing able to choSSe the uniform you vear to class

«

Ribbon for outstanding training performance

>}

100 Total dollars spent v

»




s

-

<

L4

\ Part IIe — —=== .

., I

Assume You have another $100. Please do the same thing you did on the last

Dollars

I

100

tvo pages, aund dist::i ute this $100 among the following outcomes.

B h h
Outcomes

\ ’

Free S-minute phone call to any location

Be:}ng able to proceed at own pace {not in format:.on) to end
from classes

~

-

Getting further information about your militery assignment
Being able to drink soda {pop) or coffee in class

2k-hour pass < o

A certificate for‘ class achievement

Being recommended as a future instructor

.
/

Gettimg information about civilian occupations’ related to
your specialty

Having a letter of merit sent to youx fam_i%v

¢
.

Total dollars spent o
-

>
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+

Listed below are some activities that might take place in a training class—
room. For each activity, you are to indicate two things: (1) Place an X
in ‘one of the five spacgs on the first line to indicate hovw frequently this

activity présently occurs in your class. Check "Always,'} "Often," "Occasionel-

3" "Seldom," or "Never." (2) Place en X in one of the five spaces on

the s‘econd line for each activity to indicate how frequently you think this
activity should occur. Check whether it should oceur "Always," "Often,"
"Occasionally,"” "seldom,” or "Never."

- Ao
. e P - T
“ . ' 2
3

1. Bomecne gives encouragement to you.

Fow: | | : | | :
Always Often Occasionally Seldom * Never

Should: | | J 1
.Always Of'ten Occasionally Seldom Never

ﬁ 4 s 2 - N .~ - N
2. You giyve encoursgement to someone else.
e Now: | 1 | |

Always Of'‘ten Occasionally Seldom Never

Should: | | v L ,
Altge.ys_ , Often Occasionally Seldom Ne\ger

3. Someone treats you as an individual.

'3
.

Now: | : | ;o i 1.
Alw_e.ys . Of'ten > ., Occasionally Seldom ‘ Never
Should: [ NI | | .
¢ Always © Often Occasionally Seldom Neyer
N k. You treat someone else as an individual. '
Now: <] 1 . | L
Alweays Often ‘O¢casionally Seldom Never . -
Showld: | I - [ |
. Always Of'ten Occasionally Seldom Never
. - 5. Someone freises your achievements. o . ¥
- * .
-Now: . | | -l i '
. © Always , . Often Occasionally - Seldom Never
Should: 1 1 . | L
Alweys - * Often Occasionally © . Seldom Never
' -
t N L
» L )
. ’ L]
l ' :
. .
* 1 [\ N ‘" B Al
) £V
4 O ‘122
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— = Part=III—continued =
6. You praise someone else's achievements.

Now: | 1 . ]

Alvays | Often Occasionally Seldom Never
- Should: I . | |
} Always Of'ten Occasionally © Seldom Never
T 1 L. .
7. Someone demonstrates that he_likes and accepts you.
X " Now: | | [ - |
Always Often Occasionelly Seldom * * Never
Shoyld: i ] ST B
- Always Often Oceasionally Seldonm Nevexr
v - -
87 You show someone else that you like and accept hinm (her). s
Now: | B . | - .
Always Often Occasionally Seldom Never
Should: I 1 l I
Always . Often Occasionally Seldom Never
9. You exercise some influence over wvhat goes on in class. .
Now: 1 {
‘ Alvays Often' Occasionally Seldonm Never
Should: | 1 | l
Never

Always Often * OQOccasionally Seldom

7

10. Ancther class member exercises some influence over what goes on in cless.

. Now: I 1 l l
Always - Often Occasionelly Seldom Never
Should: - [ ) 1 | Q | .
s Always Often Occasionally eldom Never
iy 1i. Soméone ghows concern for vou, )
Alvays Often Occasionally Seldom _Never
.+ Should: | i l |
Always Often Occasioneally . Seldom Never
12.* You show concern for someone else.
- Kow:
Alvays Often Occasionally Seldon Never
. Should:
- Alvays Often * _Occasionally Seldom Never

“

. 19, \
° 123
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Aruitoxt provided by Eic:
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Einally—ue—would-like-some—personel-background—information ebowt=yor——Flease

ansver each of the following questions. All information will be held in confidence.

I's individual can be identified in statisticel summaries presented in the reseerch
reports. Thank you for your cooperatmn in completing these questionnalres

2 _—
0 “

-

.

Sex (eircle one): Male Fexz;ale

Race (circle one): Black White Mexican-American Other (specity)

Age »

Military rank

3

Years in the Air Force (if less than 1 year, give months) Yr. Mo. o |

d \

Your current training course (neme):

Humber of weeks you ha.ve been i.n'this course: - -
What is your training specialty? That is, what courses will you take after this
one or have you taken?

.

pid you volunteer for this specialty? Yes No
I R —

Marital .status: Singlé " Married Widowed Divorced

Rumber of dependents (self, wife, children): ] )

Home town and-state: - & 3 Population:

®

Fducation (check highest level attained so far): :
Junior high school (grade 8) , N

High school ¥ s . N

P Some college

College degree - Z:Ln what field? )

Graduate degree {in what a‘fie"ld'{ )

| -

. — . 124 .



—— APPENDIX I — - —

ATR FORCE TECHNICAL INSTRUCTORS ATTITUDES
AND OPINIONS:, LOWRY SURVEY

‘

’

r

. 7 N
Researchers from The Ohio State University in conjunction with the Air
Force Human Resources Laboratory are conducting a project which will
examine the motivation of personnel and the characteristics of the Air
Force Training setting with the goal of establishing high performance
in and attitudes toward technical training. The major effort of tke

. project will involve gathering info{magion and opinions ‘from trainees
in various technical programs. However, because you, the instructor,
are a key person in the training environment, we would like your judg-
ments and opinions of the training situation.

MWe would like you to complete the questionnaires contained in this

booklet. Specific instructions are provided for each part. If you »
have any questions feel free to ask the person administering the booklet

to you. This is a survey of opinions, not a test of any sort where

there are right or wrong answers., We are interested only in your com-

plete and honest opinions and judgments.

4

,
e

. Milton D. Hakel
. Michael T. Wogd
Richard J. Klimoski

Project Directors
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F
' Instructor Opinions ,Abou‘t Treining

Belov are severael statements relevant to an instructor's role in the technical.
treining progren. Indicate the extent to which you agree with each statement by
checkingsone of the five spaces below each statement.

Z. I feel free to teach'my classes the way I want to teach them.
Strongly agree -~  Agree NMeptral; neither Disapree Strongly Disagree
agree nor disagree

s

4

' 2. I em rewarded for a teaching job that I d6 well. . \
Strongly -agree ~Agree Neutral; neither Disagree Strongly Disagree
. agree nor disagree . ! \
)
~ . .
» * 3. Iget's good variety of activities in my instruction job. v
Strongly agree Agree Neutral; ne_ither‘ Disagree Stronely Disagree
agree nor disagree . .
L. The routine papervork I have to do is excessive. .
_Strongly agree " Agree Neutral; neitifez; Disagree ° Strongly Disagrée
. . - agree nor disagree *

5. Offering incentives to trainees far doing well would be a‘good way to improve ,

morale. . [
Strongly.’;g_r-ee Agree Neutral; neither Disagree . Strongly Disagree

- agree,nor disagree

6. Offering ipcentives to trainees for doing well would be a good way tgo improve

performarice. .
Strengly agree Agree Neutral, neither Disag,ree" Strongly Disagree

agree nor disagree -~

. - .
T. I do too much ‘administrative work and not enodgh instruction.
. ._.._.,____._'-\e_ P — —_—— —
\ Strongly agre Agree Neutral; neither Disagree Strongly Disagre»
agrde nor disagree

)

8. I would like to spend extra time with slower students in remedial treining.

N St;;n;;ly agree Agree Néutrt‘ll; neither Disagree ‘Strongly Disagree
agree nor disagree .
9. It would be a good idea to have extra training time with the best students
to give them extra advanced instrvzwtion they won't get in class.

?

Strongly agree . Agree Neutral; neither Disagree Strongly Disasrae
T agree nor disagree’
10. T like to experiment with new~ approaches to instruction even though I may
not be sure phey will ‘{ork out well.

Strongly agree Agtee Neutral; neither Disagrece Strongly Di sn‘fre 2
' agree nor disagree .

C N * “ 133 ' . .
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11, Being & technical instructor is a difficult Job.

Strongly egree Agree Neutral; neither Disagree
. agree nor disagree

.12. Being e technical instructor is a s;atisﬁring Job.

Strongly Disagree

Strongly agree Agree leutral; neither Disagree
. N sgree nor disagree

Strongly Disdgree



INSTRUCTOR OPINION QUESTIOMNAIRE

s

6o the following page is a list of items that may b,‘; used to describe your

brtitudes and opinions of specific behavior that yolt, an instructor, may exhibit

in the training situation. You are to indicate how often you think you showld

engage in each of the behaviors listed. Read each item and'circle the letter

that best reflects your opinion. Decide whether you think you should (A) Always,

.(B) Often, (C) Occasionally, (D)<Seldom, or (E) Never act as described by the item.

=Alvays B=Often C=0ccasionally D=Seldom E=Never

1. Put suggestions that are made by students into operation. . . .. . .ABCDE
. 2. See to it that students are working up to their limits. . .. ... .ABCDE

3. Make students feel at ease when talking withyou. . . . . . . .. ..ABCDE

+ 4, Insist‘that students follow standard ways ‘of doing thines in
every detall. & v ¢ o i o i i et e e e e e e e e e e ee

.. .ABCDE
5. Be friefldl&' and can be easily ;pproached. Gt e e et et e e e  ABCDE
é. Ehnphasizq?meetingofdead.‘lines. e o e o o 's 4 4 4 e s 4 e s e e+ s ABCDE
7. Be willing to make changes. « . « « o « .+ s 4 . . . .'v o s .. ABCDE
8. Talk' about how much should be dORE: + + = « + + .+ 4 oo o . . .. . ABCDE
9. Stress the importance of high morele among students. . . « . « « . . A BCDE
10. *Criticize DOOr ClasSWOrK. « o o o o o o o o o o o o o o o o o o o o .ABICDF
©o1., Reﬁﬁétoexplainmﬁractionsi C e et e et ...  ABCDE
12, Rule with an 1TOR haNA. « + « « o v 4 4+t v s v e s e v s o ABCDE
13. 'See that a studen:t is rewarded for effective performence. . « « »+ « A BCDE
14, Insist that yeu be informed on decisions male by students. . . . - . ABCDE
_15. Be easy to understand. . . . . . ©+ e e+ e e e . ABCDE

~ el

,16. FEmphasize the quantity of student accomplishmeénts. . . . . . ... .ABCDE

¥

. 17.. Express appreciation when a student perfoi‘?é well. « « o . ... .ABC DE

©

18. "Needle" students for greater effort. « « « w e e o v o o o o o . . A-BCDE
“ 19. Change students tasks without first talking it over with them. . . . A B cpe

20. Ask for sacririces' from students for good of e.ntire class. . . .. .ABCDE
. 21.. Refuse to éive in when students disagree withyou. . . . .. . .. .ABCDD
22, Tryout your new 1deas. « . « . v 4 4 o 4 s o s 4 i+ .. .. ... ABCDE
23, Try to keep students in good standing with those in higher authority.A B C‘.D E
2k, Encourage overtime BLUAY. T « v ¢ 4 4 v v 4 4 4 em e e e e e ABCDZ

. 130
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Firally, we would like some personal background information about you.
tnswer each of the following questions.
be held in strict confidence.

ia2.

t

Gradunte degree

Background Information:

Technicdl Instructor

Please

All information you have provided will
Only the Ohio State researchers will analyze the
responses and no individual cen be identified in statistical summaries presented
in the research reports.

Thank you for your ¢ooperation in completing these

What is your previous education (check the highest level attained)

Junior High
School (grade 8)
High School
Some College
College degree

<

———

(S

In vhat field .

»

In vhat field

.

questionnaires.
. Yov.;.r name’
2. Your sex (Circle one) Male Female
3. Your age N
L. Your race {Circle one)” Black White Other (Please specify) .
5. Status: Civilien Ir civilian: were you ever in the military . If
Yyes, were you 8 technical instructor
~ If yes, what was your highest rank:
Military If military; what is your rank *
* 6. How many 'years'have you been in the Air Force!? "
How many years have you been teaching?
7. What is your current specialty area in technical training?
a. What is the course you are presently teaching?
b. Block(s) presently teaching
8. What }eaching specialty would you ideally ];ike to be in?
9. What are other s-pecia.lties you have taught?
10.” What is your marital status? Single_ __ Married __ | Divorced Widowed
“Hov nany dependents (including self, wife, and children) do you have?
ﬂ:.

.

s

Ry
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© APPENDIX J

* INGENTIVES REJECTED FOR FURTHER ANALYSIS
IN SECOND SURVEY .AT LOWRY AFB~

* Incentive

Eliminate involuntary
cross~-training

Excused from classes
based on exanm

Verbal preise

Commendetion letter

Same~-rank students in
class

Early assignment
notification

Party for top performers

Pass«fail grades

Implementing suggesticns

Difficult challenging
work

Explanation for orders

Dorm choice

Help instructor

HNot failing

. Teach a class

Opportunity to cross-
trein -7

College credit

Coed classes

Self-pacing

Interaction with =
instructor -
Honor dorm *

Relax curfew

Pictures honor
students
Display of work
Special classroom seating

Freedom from class exercises
Evaluate own performance
-Choose roommatels

Set learning goals
Group spokesman

-

" -

Attrac—
tiveness

]

E R I A ]

Reason for Rejection

Instructor
Feasibility . Feasibility

134
135

talkat

&

E I T i B

Researcher

X

X

2

Redundancy

Certificate

>

Base choice

Soéial event

j Advanced

EEE I I I

instruction

Rope, class ass't. |

Help classmates
learn

(Function of
. course)

Social inter-
action

Time off,
reduced detail
Pictures improved
students

Self-pacing

a




' APPENDIX K
’ED(AMPLES OF LEADERSHIP BEHAVIOR INCIDENTS - .o
What is Effective Leadership in the Classrocm?

The good classrocm leader may:

o  Show support of other people's behaviors.

o Show concern and respect “for the needs and feelings éf others.
o} Treat, people like individuals.
o} Help others solve problems.

.0 Encourage othé¥s and p'ra;se their actcmplishments.

o  Initiate friendships with others. ) ) )

. 0 Increase the "togetherness" and pride of the class.
o} Help others accanplish training goals of the class.

To make this more specific, several examples are shown next.
Your goal is to watch for instances of leadership like these.

Example 1. - ' )
Airman X realized that scme of the students could not keep up with

the instructor--so he ‘asked the instructor to go over the beginning

of the block instead of going on to new material.

Example 2. o

A group went down to the orderly rocm to give blood., One guy took
charge and made & head count and controlled scme guys frem screwing
around by telling them that the sooner we got finished, the more free
time we would have left.

Example 3, : < ' ) ¢
Airman X had to work very hard to finish his projects before the end ‘
of the time scheduled fer the block. Airman Y asked if he could help '
explain anything. : : ‘

—_— - - - - B

Exemple b. S ‘

After trying for a long time to uncross scme of his wires, Airman X
finally got his circuit to work. Airman Y told him that he was an 0.XK.
dude for not quitting and for keeping his cool, -

136
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Example 5. | . . .

« -

Aivmen X saw that Almman Y was having problems with the oseilloscope.
Airman X showed him how to work it Instead of criticizing him for what
he did wrong. Airman X told hjm that he didn't mind helping because
At takes time to get it together in electronics. .
- Example 6. ’ -
Airman X helped to increase the feeling of togetherness of the class
by getting to kndw each and .every member. -

These examples illustrate scme aspects of leadership in the classrocm.
3 ) | ;

Watch for these. and more. You will be using the Classroom Leadership

Reconnition Form to nominate and recognize fellow classmates, and you

will need to report specific examples of their leadership behavior.

The next page sl:mws a sample of the Classrocm Leadership Reéognition

Form. Read it carefully. - .

-
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Instructor's name:

- APPENDIX L

INSTRUCTOR ASSESSMENT OF STUDENT . PERFORMANCE RATING FORM

3

Student being described:

Today's date:

3

e

Please consider this

student-relative to other trainees you have taught in

this course and indicate how effectively he is performing by checking the
eppropriate space on the scale below each effectiveness item.

1.

* v

’

Showing initiative in the class

’

1

Very poor " Worse than,
compared to other trainees
other trainees T

Knowledge of substantive material taught in the

A

Same as
other trainees

Better than
other trainsaes

course

Very good
compared to
other trajuees

Y

Very poor
compared to
other trainees

Worse than
other trainees

Communication skills

’

Same as
other trainees

Better than
other trainees

-

Very good
compared to
other trainees

T

'

Very poor
compared to
other trainees

Worse than
other trainees

Getting along with classmates
. {

" Same as

other trainees

Better than
other trainees

Very gcod
compared to
other trainees

1]

Very poor
compared to
other trainees

Worse than
other trainees

Same as
other trainees

Overall performance in the course

Better than
other trainees

\

. Very good

compared t»
other trainee:

Very poor
compared to
other trainees

VWorse than
other trai,nees

Same as
other trainees

. Better than

other trainees

L

Exerting effort and applying himself to the training task

*

’

Very good
compared to
other trainee

Very poor Worse than
compared to
other trainees .

Same as

o

Better than

other trainees other frainees other trainees

-

Very gocd
compared to

other trainec

&



APPENDIX M ’

ATRMEN ATTITUDES . TOWARD- TRAINING RATING FORM '

/-
, Please indicate how you currently feel sabout seve*a.l aspects of your technical
training. Below you will find several items that describe different components of
your training experience. Indicate your present reaction to each component by

checking, or placing an 'X', in one of the five spaces below the item; this will
tell us hov satisfied you are with each part. !

Al

4 1. Your Instructor in this course - Taking into account how effective a teacher
he is and how he gets along with his students.
K Very .. Somewhat . Neutral Scmewhat Very )
satisfied satisfied dissatisfied dissatisfied f
2. The System of Rewards associated with being an effective student in this

trainmg progrem = Taking into account yhat rewards are available and what one
must do to get them.

. Very . Somewhat Neutral Somewhat Véry
sa.tisi‘ied satisfied dissatisfied dissatisfied -

3. Your Fellow Trainees in this training course - Taking into actount how well
other students make this class profitable for you, how well students get along
- with one another, and the general togetherness of your class as a group.

Very Somewhat * Neutral . Somevhat Very ' ’
satisfied satisfied dissatisfied dissatisfied i
k. fThe Content of this course - Taking into account the interest, 1mportance and
challenge of the material required of you in the course.
. ) { ‘ - 3 )
Very Somewhat Neutral , Somewhat Very ’
! satisfied satisfied . dissetisfied dissatisfied,

5. Your own Pr orress in the course -"I‘akins into account how ’vell you are dping
in terms oi‘ perforuance and how ‘quickly you are _mastering the material.

. ¢

g Very Somewhat Neutral Somewhat Very . 2
. "satisfied . satisfied ] dissatisfied dissatisfied
' 6. Your Overall satisfaction with this course - Taking into a.ccount generally all
factors which are responsible fo¥ how satisfied you are.
{ ¢
- ’ Very Somewhat Neutral Somewhat Very e
satisfied .satisfied ‘ dissatisfied ‘dissatisfied . -
- - N )
¥
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